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FOREWORD

This report documents the work completed for the study, "Maintenance
of Reserve Components in a Volunteer Environment," conducted for the Office
of Reserve Components by Research Analysis Corporation.

The objective of the study is to provide the Department of the Army
with a basis for making decisions concerning the composition of the pro-
gram required to procure and retain personnel in the Reserve Components
(RC) in a zero-draft environment, to respond to future Office of the
Secretary of Defense initiative in this area, and to provide the in-depth
analysis of the problem required for the FY7L-FY78 Program Objective
Memorandum (POM) cycle.

Phase I of the study encompasses the determination of the factors
that influence enlistment and retention in the RC.

Phase II evaluates alternative proposals that may contribute to pro-
curement and retention, determines the interrelation between proposals,
and recommends additional tests required to evaluate the effectiveness of
proposals for which data are not presently available.

Phase III develops the least-cost procurement and retention program
that can be expected to maintain current strength levels and two lower
strength levels. This phase of the study identifies the sensitivity of
the study conclusions to changes in assumptions and attitudes. It further
identifies requirements for follow-on surveys or research to provide data
needed to adjust the program in response to changes in attitude.

This volume, Appéndix B, presents in detail the findings and accom-

plishments of the task group in response to the Phase II requirements.

Albert D. Tholen
Head, Resource Analysis Department
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SUMMARY

PROBLEM

To provide the Department of the Army with a
basis for making decisions concerning the composi-
tion of the program required to procure and retain
personnel in the Reserve Components in a zero-draft
environment, to enable the Army to respond to future
OSD initiatives in this area, and to provide the in-
depth selected analysis of the problem required for
the FY 74-78 POM cycle.l

SCOPE

The objective of this study is to assist the Reserve Components (RC)
in attracting and retaining quality personnel in a zero-draft environment.
This Appendix contains the documentation of research undertaken during
Phase II. 1In this phase thirty-two proposals that might be effective in
procuring and retaining such personnel were chosen for in-depth analysis.
The principal source of new data was a survey of sixth-year personnel.
Other research included status of each proposal in the Active Army, the
possible legislation required, and the political and social implications
of each proposal. Analyses of cost, cost effectiveness, and interrela-
tions of proposal costs were made. Areas for future tests or programs
were identified. Phase II was tasked as follows:
Task 1

Evaluate each alternative proposal identified in Phase I to deter-
mine:

(a) The results that can be expected from implementation of the
proposal. These results will be determined in part by analyses of the
findings of the RC personnel survey initiated in Phase I and the Gilbert

Youth Attitude Survey. Additional input will be provided by the findings
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of the Phase I analysis of other studies and the current and historical
experience of the Army, the other US Armed Services, and foreign countries.

(b) The impact, if any, that implementation of the proposal would
have on Active Army procurement and retention of personnel.

(c) The net costs (one-time and annual) of the proposal. Net costs
will be developed considering new costs such as the cost of an incentive
and costs avoided such as reduced training costs. To the extent possible,
standard Army budgetary cost categories will be used. |

(d) The cost effectiveness of the proposal.

(e) Requirements for new legislation.

(f) Political and social implications, if any.

(g) The sensitivity of the preceding analysis to changes in assump-
tions and changes in attitudes of the survey populations (RC unit, IRR,
and civilian personnel).

Task 2

Determine the interrelations between proposals, identifying the
impact that the adoption of each proposal or combination of reinforcing
proposals would have on the gains and costs associated with each other
proposal.

Task 3

Define the scope of additional tests required to evaluate the effec-
tiveness of proposals that cannot be shown to be cost effective with
available data.

Assumptions

(a) Emphasis in the study is on enlisted reservists.

(b) The time frame for a zero-draft environment will be from July
1973 on.

(c) Large-scale participation of the US Army (USA) in combat in
Vietnam will have been ended by July 1973 and that, at least from that
date and in the foreseeable future, the US will be in essentially a
peacetime situation but with the threat of limited conflict.

(d) Some change in organization in the present structure of the RC
may be effected to complement a zero-draft Army.

(e) The mandated strength of the RC in the Volunteer Army era will
to 660,000 in units [Army National Guard (ARNG) - 400,000; US Army Reserve

(USAR) - 260,000], and the planned strength of the IRR will be 656,000.
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(f) The current program for upgrading the RC will continue as planned.
(g) The present geographic distribution of RC personnel throughout

the US will not change appreciably in a zero-draft environment.

TASK 1—EVALUATION OF ALTERNATIVE PROPOSALS

Survey Results

Sample. The survey was administered in December 1971 to a probability
sample of 4752 RC members drawn from a population of 524,000 who were in
the sixth year of their RC obligation. For convenience in drawing, the
sample was divided into five categories: ARNG units (2.2 percent of ARNG
sixth-year personnel), USAR units (2.5 percent), Annual Training Control
Group (ATCG) (7.1 percent), Reinforcement Control Group (RCG) (2.4 per-
cent), and the Standby Reserve (Stby) (0.3 percent). The total net sample
of U752 excluded surveys not deliverable because of improper address and
those completed by Federal technicians serving with ARNG and USAR units.
The rate of return across all categories was 43 percent, with USAR and
ARNG units having the highest rates—51 and 50 percent, respectively.
After the returns not usable were discarded, a total of 1785 returns were
analyzed. Returns are shown in the analysis to be proportional to the
regions of the nation to which surveys were sent. There is, however, a
statistically significant difference among the rates of return for the
five RC categories.

Background Information. The survey collected various elements of

background information on each respondent. The results indicate that
there are significant differences among RC categories with respect to
education, income, employment level, and race; for example, USAR unit
personnel have a significantly higher educational level than men in ARNG
units or Stby, which in turn have higher levels than the two Control
Groups. Additionally, the annual income of USAR unit personnel averaged
about $9600 as contrasted with $8200 for ARNG unit personnel, and $6000
to $7000 for the other three groups. Further, the employment level of
USAR unit personnel wds significantly higher than that for the other
four groups, with 25 percent occupying professional- or managerial-type
jobs (as contrasted with 3 to 12 percent for the other RC categories);
the RCG had generally the lowest occupational level. The returns indi-

cate a very small proportion of other than Caucasians in ARNG and USAR
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units, and a disproportionately small return of Negro responses from the
Control Groups and Stby.

Economic Incentives., Ten economic incentives were examined in terms

of their attractiveness in encouraging reenlistment in the RC. The incen-
tives in their order of preferences by ARNG and USAR unit personnel and
the mean net gains in reenlistment probability—(mean reenlistment prob-
ability for the incentive minus the mean probability of reenlistment

without any additional incentives)—are as follows:

Mean net gains in

Incentive in rank order of preference reenlistment probability

ARNG units USAR units
D7, Medical and dental benefits 0.31 0.27
D10, $1250 Federal income tax exemption 0.29 0.27
D8, Guaranteed home loan 0.26 0.25
D1, Significant increase in pay 0.2k 0.20
D6, Improved retirement benefits 0.22 0.18
D9, Proficiency pay 0.15 0.15
D4, Educational benefits 0.13 0.13
D2, $500 reenlistment bonus 0.13 0.10
D3, No loss of income during annual training (AT) 0.13 0.08
D5, Low cost SGLI, full coverage 0.08 0.08

The order changed somewhat for those persons in the Control Groups and
Stby, with retirement benefits and SGLI coverage being more attractive
for these groups and with pay being less so.

A package of two or three of the most favored economic incentives
resulted in a net gain in reenlistment probability of 0.41 and 0.45 for

the USAR and ARNG units.

Noneconomic Incentives. Fifteen inducements toward reenlistment,
not particularly economic in nature, were also evaluated in terms of
their attractiveness. The rank order in attractiveness of the eight
incentives most important to RC unit personnel is as follows:

El—TIncreased unit activity in community affairs

E5—Relaxation of personal appearance and grooming standards

E3—Better utilization of skills in RC

E7T—Greater concern for family of RC members

S-U




E6—Improved opportunity for advancement

EG—Better morale in units

El13——Improved training

E15—An Individual Ready Reserve (IRR) with benefits
These were ranked in generally the same order by personnel in Control
Groups, with one principal exception. The incentive, IRR with lesser
benefits, was ranked second in importance in the Control Groups, while
relaxation of grooming and appearance standards ranked lower. The net
gain in potential for reenlistment for a package of the most favored
three of these inducements is about 0.36 for personnel in units (which
is higher than for any individual economic incentive).

Satisfaction with RC Duty. Nine different aspects of RC duty were

evaluated by ARNG and USAR respondents in units with respect to satis-
faction derived from duty and the importance attached to that aspect of
duty. In terms of satisfaction levels, only the social aspects of RC
duty and the employer's attitude toward RC duty ranked above the mid-
point on the satisfaction scale; the remainder were perceived as being
somewhat dissatisfying. Thus the effect of RC duty on family life,
commonality of skills between RC duty and civilian occupation, the effect
of RC duty on free time, economic benefits enjoyed as a consequence of
RC duty, acceptance of the RC member in the community, and the effect on
his vacation time were all judged to be not very satisfying. When these
same items were ranked in importance, it was found that economic benefits,
the effect of RC duty on family life and free time, and one's personal
associations in RC units were ranked as being especially more important
than the remainder.

Sensitivity of Results. The findings reported are statistically

reliable and consistent. There is no reason to believe they are not
representative of the populations surveyed, with the possible exception
of a disproportionately small number of returns from Negroes in Control
Groups and the Stby.

The survey was directed to personnel in their sixth year of obliga-
tion whose age and attendant financial, family, and educational situations
are relatively narrowly defined. Further, the sample of persons in RC
units consists of Reserve Enlisted Program (REP) personnel whose motiva-
tions for RC service may not be the same as the broader range of potential

reenlistees. S-5




[

Moreover, survey questions took their final form in November 1971.
The Army is in a period of change. Interests and options have changed
over the past months; survey questions may not be pointed as precisely
as might be desired at the alternatives now current.
Costs

The cost-free incentive package included the first five incentives
listed under Noneconomic Incentives. They are repeated below:

El—Community domestic action programs

E5—Freedom in personal appearance

E3—Better utilization of skills

E7—Assumption of family responsibilities

E6—Improved opportunity for advancement

As also noted under Economic Incentives, the economic incentives
which ranked highest among the surveyed population included:

D7—Medical and dental benefits, full-time, for members and
dependents

D10—Federal income tax exemption of $1250

D8—Home loans guaranteed by FHA or VA

D1—Pay increase of 50 percent

The most cost effective package of incentives included the cost-
free incentives listed in the first paragraph under Costs plus the
following economic incentives:

D6—Improved retirement benefits

D9—Proficiency pay

DU—4$500 educational benefits

D5—Low cost SGLI, full coverage

The mean probabilities for reenlistment based on the cost effective

incentives are shown below:

Incentives ARNG units USAR units
Cost free 0.56 0.50
Economic 0.6kL 0.56
Both 0.70 0.64

The attractiveness of cost~free incentives in encouraging reenlistments

is very evident. It should be emphasized however that enlistments are
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probably more critical than reenlistments and that different incentives
may be needed to secure the needed number of enlistees.

Impact on the Active Army

Our analysis shows that very few of the proposals have any poten-
tially significant impact on the Active Army. With respect to accessions
and retentions in the Active Army, the Reserve Service Obligation Clause
proposal has potential impact, and it would probably be adverse. Some
personnel who might be willing to enlist in the Active Army for 2, 3, or
4 years might not wish to incur the additional obligation for reserve
service, However this is further complicated by legal implications such
as whether the proposal implies repeal of Title 10 USC, Sec 651,2 which
is the law requiring 6 years of military service.

The extension of medical and dental care and of post exchange (FX)
and commissary privileges have potentially significant impacts on the
Active Army because of the political and physical capacity limitations
as well as the fact that additional patron loads could well become an
emotional irritant counteracting some of the progress made in these areas
in recent months.

Legal Aspects

Medical and dental benefits ranked high as an incentive to guards-
men and reservists. A bill has been prepared for this Congress which
would provide additional medical and death benefits to guardsmen and
reservists and to their survivors when death is connected with training
or active duty (AD).

Federal income tax exemption was popular with the surveyed group.
However there is no legislation under consideration at this time. A
number of states have passed legislation which provides state income
tax exemption to guardsmen.

Home loans guaranteed by FHA or VA ranked high as an incentive.
Draft legislation had been prepared, and later withdrawn, by the Office
of the Secretary of Defense (OSD).

Retirement, survivor, and insurance benefits are included in draft
legislation at this time, and these are also popular incentives,

Reenlistment/enlistment bonus draft legislation has been prepared

to "provide an incentive plan for the Ready Reserve." This amends
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legislative proposals (S 1470/HR 6051)3’LL which had been previously pre-
pared.

Legislation that would require further study includes that having
to do with a possible RC drat't, and that having to do with possible
extension of PX and commissary privileges to guardsmen and reservists.

Social and Political Aspects

The issue of a draft for the RC has much political significance.
As recently as 15 Feb 72 the Secretary of Defense mentioned the draft
possibility in his annual report to the Congress.5 We can anticipate
that all of the arguments used to support discontinuing the draft for
the active forces will be revived when or if a firm draft proposal for
the RC is presented to the Congress. It would seem that a very compre-
hensive incentives program would have to be introduced first, prior to
attempting the draft course of action.

The community domestic action program was the most popular of the
cost-free incentives. The use of community domestic action programs to
assist the needy and minority groups and to accomplish public service
missions is a valuable social welfare instrument. As MG W. P. Wilson,
then Chief of the National Guard Bureau, stated in the appropriation
hearings, March 1971:6

...The hometown makeup of our units and the capa-
bilities of Guardsmen foster an environment of positive
response to community action projects. Guardsmen are
social workers, mechanics, clerks, bankers, coaches,
students, and business and professional leaders in
their communities. They are vitally interested in the
welfare of their communities.

The issue of greater latitude in standards of personsl appearance
was important to the surveyed population. The vast majority are in
their late twenties. All may be considered mature, 85 percent are
employed, and over 80 percent are either draft motivated or are fulfil-
ling military obligation at a time of their own choice. There is a
civilian vs a military orientation to the group, and a basic difference
in attitudes.

General awareness of the importance of the role of the RC is criti-
cal to the force itself. There is a need for a coordinated information

plan and program addressed outward to the general public and potential
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reservists as well as inward to reservists themselves. As we move for-
ward to an all-volunteer enviromment the changes which are to be imple-
mented in goals, policies, and programs for the RC must be communicated
in a timely manner to all concerned. The program should be a continuing
one, with attention to such variables as the target group, the timing,
the method or media to be used, and the amount and type of information

to be given and to be received.

TASK 2—INTERREIATIONS BETWEEN PROPOSALS

Pairwise correlations between separate incentive proposals have been
calculated, using the computer, and are presented in the Phase II report
as correlation coefficient matrices. A formula has been developed which
permits any number of proposals to be combined into a composite proposal.
This involves making a particular assumption which, if not satisfied,
still permits an upper-bound estimate to be made. A particular example,
illustrating use of the composite probability formula, is presented in
the report; the resultant probabilities for reenlistment are shown in
the tabluation in the Costs section under Task 1 above, Such calcula-
tions indicate that there is little to be gained by joining more than
three separate incentives; and that a loss in composite cost effective-
ness is realized when incentives are incorporated which individually
have gross costs on the order of, or greater than, $15.00 per man (as
applied to the number of personnel in the total mandated force, not
number of men gained). In addition, calculations indicate that the cost
formulae are relatively insensitive to small changes in the reenlistment

probabilities developed by the survey.

TASK 3—ADDITIONAL TESTS/PROGRAMS REQUIRED

1. Tests will be needed to measure the effectiveness of the pay
raise, bonuses, and proficiency pay in attracting and retaining qualified
personnel in the RC.

2. There is a need for a centralized computerized data system which
allows for input and retrieval, as needed or periodically, of manpower
and personnel data important to policymakers. Such data might include:
quality, source, and supply of accessions; attitudes; terms of service;

and reenlistment rates.
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3. There is a need for a comprehensive, coordinated information
plan and program addressed externally to the general public, to include
selected organizations (e.g., Veterans of Foreign Wars, American Legion),
employee unions, local communities, and internally to reservists them-
selves—guardsmen, reservists, TRR. The objective would be to enhance
the image of the RC, emphasizing their role in our national defense
structure; and ultimately to attract and retain qualified personnel and
to assist in achieving a high state of readiness. .

4, There is a need for a comparative study of the incentives, bene-
fits, and.options offered to guardsmen in the various states with a view
to determining effectiveness in sustaining the force, and to extending
some of these inducements to other reservists, if warranted.

5. There is a need to develop and test the effectiveness of incen-

tives in retaining members in the IRR.
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AAFES
ACS

ADT
AER
ARNG
AFQT

ASD (M&RA)
AT

ATCG
CHAMPUS

CONUS
CORC
CPI
DOD
af
FHA
IDT
IRR
MOS

MVA
NCO
NPS
OMB
0Cs
0SD
POM
Ps

RC
RCG
REP
ROIC

ABBREVIATIONS

Army and Air Force Exchange Service
Army Community Service

active duty

active duty for training

Army Emergency Relief

Army National Guard

Armed Forces Qualification Test
Army Relief Society

Assistant Secretary of Defense (Manpower & Reserve Affairs)

annual training

Annual Training Control Group

Civilian Health and Medical Program of the Uniformed
Services

Continental Army of the US

Chief, Office of Reserve Components

Consumer Price Index

Department of Defense

degrees of freedom

Federal Housing Administration

inactive duty training

Individual Ready Reserve

military occupational specialty

multiple unit training assembly

Modern Volunteer Army

noncommissioned officer

nonprior service

Office of Management and Budget

Officer Candidate School

Office of Secretary of Defense

Program Objective Memorandum

prior service

post exchange

Regular Army of the US

Reserve Components

Reinforcement Control Group

Reserve Enlisted Program

Reserve Officers' Training Corps
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RSFPP
SAG

SGLI
Stby

D

TOE
USAFI
USAR
USARCPAC

UTA
VA

VRB
WAC

Retired Servicemen's Family Protection Plan

Study Advisory Group

Servicemen's Group Life Insurance

Standby Reserve

tables of distribution

tables of organization and equipment

US Armed Forces Institute

US Army Reserve

US Army Reserve Component Personnel and Administration
Center

unit training assembly

Veterans Administration

variable reenlistment bonus

Women's Army Corps
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Chapter 1
EVALUATION OF RECRUITMENT AND RETENTION PROPOSALS (TASK 1)

INTRODUCTION

The proposals contributing to recruitment and retention of RC per-
sonnel in the volunteer environment were chosen as a result of examining
many sources in Phase I of this study. Appendix A details the rationale
for choice of these 32 proposals.

This evaluation report is divided into three sections. Section A
analyzes the returns of the RAC surveys of sixth- and first-year person-
nel, Section B discusses each alternative proposal in depth. Section C
presents the detailed cost analysis with a description of the methods and
formulae used to derive net costs and cost effectiveness rankings.

The detailed discussion of each proposal includes a statement or
definition, survey results, status in the Active Army, the impact of the
proposal on the Active Army, the status in the RC, net cost and cost
effectiveness, legislative requirements, and political and social impli-
cations of the proposal. The incentive proposals follow the order in .
which they were introduced in the RAC survey. Proposals not covered by

survey questions are discussed last.
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A, ANALYSIS OF SURVEY DATA

SURVEY OF SIXTH-YEAR RC PERSONNEL

Purpose of Survey

Phase I, Task 5, of the Work Statement,l requires that a survey of
RC personnel be initiated by RAC to develop the data needed to determine
what portion of these personnel could be induced to reenlist by different
incentives, combinations of incentives, or other factors. The Task State-
ment directed that the survey should include personnel in the sixth year
of initial enlistment in RC units and personnel in the AT obligor cate-
gory of the IRR. The survey was developed by RAC with the advice and
counsel of the Chief, Office of Reserve Components (CORC), and members
of the Study Advisory Group (SAG). A copy of the survey is in Annex B1.

The survey instrument was pretested in November 1971 using person-
nel in the sixth year of their RC obligation from two USAR units: a US
Army hospital unit in Rockville, Md., and a US Army Garrison unit in
Baltimore, Md.

The survey that was developed has six parts:

(a) Background information concerning the military background and
socioeconomic level of the respondent, as well as his geographic loca-
tion.

(b) A series of items.dealing with satisfactions derived from, and
the importance attached to, various aspects of RC service.

(c) An.expression by the respondent of the probability of his reen-
listment in the RC as it is now—without any change.

(d) An expression by the respondent of the probability of his reen-
listment in the RC considering, separately, the attractiveness of each
of 10 economic incentives to reenlistment, and the relative attractiveness

of a combination of incentives.
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(e) An ordering of the relative attractiveness of a series of 15
noneconomic changes in the RC that might serve as inducements to reen-
listment by making the RC affiliation more attractive, plus an ordering
of the relative attractiveness of a combination of several such induce-
ments into a package. The attractiveness of both the economic and non-
economic packages was later assessed.

(f) Questions dealing with the respondent's estimate of a fair bonus,
plus questions common to the 1969 Department of Defense (DOD) survey,
"Career Motivation in the Ready Reserve. "l

Relevant Statistical Measures

Chi-square. The statistic chi-square is used frequently throughout
the remainder of this section of App B. Chi-square is used to test the
independence of two or more distributions expressed as classes of data
[the greater the number of classes of data being tested, the greater the
chance for variation among them—degrees of freedom, or df, commonly
determined by the formula: df = (number of rows - 1)(number of columns
- 1)]. As the chi-square value increases in size, the assumption of
independence of the distributions becomes more doubtful, and hence the
probability that the assumption is correct decreases. Or in other words,
the higher the chi-square value, the greater the probability (the smaller
the p value) that there is a relation among the data being tested. For
example, a chi-square of 3.84 (with 1 df) has statistical significance
at the 5 percent level of probability, or p = 0.05. This is interpreted
as indicating that there is a 95 percent chance that the classes of data
being examined are related, that the probability of their independence
is only 5 percent. (It should be understood also that, by chance, about
5 percent of a distribution of chi-square values will be called signifi-
cant erroneously.) Chi-square tests reported have been performed on
frequencies, even though proportions may be shown in the tables to which
chi-square tests are attached. No adjustment for small cell frequencies
has been made in the instances where frequencies, and the proportions
subsequently derived, are small. Rather, to compensate for any lack of
rigor of the test owing to small cell frequencies, only statistical
significance probability levels of 0.01 or less are reported as being

statistically significant.




Determination of Sample Size. The appropriate size for a statisti-

cally reliable sample is a recurrent question in survey statistics. Three
factors relate to the size sample required: the kind of data being col-
lected, the degree of error that can be tolerated, and the probable
variability among the data. When the data are enumerative or discrete—
counting of respondents falling into various categories, such as married/
not married, or ARNG/USAR/IRR—a larger sample is required than when the
data are continuous or measurement data, such as age, income, or probabil-
ity scale values.

If the variable in which one has greatest interest is a binomial
proportion (discrete data), the size of sample required can be calculated
by first estimating the allowable error (L) that one can tolerate in the
data. For 95 percent confidence probability,

L=2 J%é 5
where p = the proportion in one category of a binomial response, @ = 1 - p,
and N = the sample size required to assure that confidence 1limit.

If the critical variable in the survey develops measurement data,
that is, data in the form of (presumed) equal-internal measures along a
continuum, calculating the sample size required in order to make state-
ments about the data with 95 percent confidence requires also an estimate

of variability (o ) in the measure:

- A
For example, in the survey being described, the critical variables
are the scale estimates of the probability of reenlistment with various
postulated incentives in effect. It was known from the pretest of the
survey instrument that the standard deviation among responses on the
probability scales fell between .25 and .35. Assuming the upper limit
of variability, and requiring that L be no greater than .05,
2
2 (.35) 2 (.35) [2 (.35)
05 = ==ty el =l N = | —2==L
>ETw /N = =5 .05]
N = 1%
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In the principal survey, the Ns in the RC categories ranged from
261 to 453, all of which exceed the calculated sample estimate of 196.
Assuming appropriate sampling of the RC category populations, it would
appear the sample drawn adequately represent the populations.*

Population Sample

As noted in the Task Statement, the sample was to be confined to
personnel who were in the sixth year of their obligation, i.e., those
who had entered military service generally in 1966. In addition to those
personnel in ARNG and USAR units and in the ATCG, the sample was expanded
to include sixth-year personnel in the RCG and the Stby. A random sample
(systematic selection after random start) was developed by the US Army
Reserve Components Personnel and Administration Center (USARCPAC) in
St. Louis, Mo., from the five tape files that are maintained for these
five groups. The five files and the number of persons drawn from them

are as follows:

Population
of sixth-year
Category personnel Sample Proportion,%
ARNG units 45,000 998 2.2
USAR units 39, 000 975 2.5
ATCG 1L 000 999 7.1
RCG b1 ;000 996 2.4
Stby 385,000 963 0.3

The total sample of 4931 is roughly 1 percent of the total popula-
tion of sixth-year personnel. Note, however, that the sampling of the
files was done in different proportions to draw a sample of about 1000
from each of the five categories.

The sample was provided by USARCPAC in ?he form of a computer print-

out of names and two sets of mailing labels. The surveys were mailed to

¥

Adapted from George W. Snedecor, Statistical Methods, The Iowa
State University Press, Ames, Iowa, 1956, with special reference to
William G. Cochran, "Design and Analysis of Sampling," Chap. 17.
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respondents about 7 Dec 71. Reminder letters were mailed on 15 Dec 71
to those who had not yet returned the survey.

In Table 1-1, the distribution of surveys sent out within each of
the RC categories in the 50 States and the Territories has been compressed
into the nine regions of the US, plus a tenth category for individuals in
the Territories.

Table 1-2 presents a summary of the sample and returns. About 3.6
percent of the surveys sent out were not deliverable because of incorrect
addresses. About the same proportion that were returned were not usable
because they had been filled out incorrectly or the respondent had declined
to complete the form. The rate of response was 43 percent overall, with
the highest rates being among the ARNG and USAR unit personnel. A total
of 1785 returns was used in the analysis.

The distribution of the original sample, by region of the US, is
shown in Table 1-1. In the ARNG units, the East North Central with 15
percent, West North Central with 16 percent, and the South Atlantic
regions with 15 percent provide nearly half of the sample. 'The Middle
Atlantic region with 20 percent provides the largest proportion for the
USAR units, followed by the East North Central with 18 percent and the
South Atlantic with 17 percent. The East North Central region provides
the highest proportions for those in the Control Groups and Stby. The
differences in the distributions shown presumably reflect the distribu-
tion of the various categories of RC personnel in the US.

The way in which returns were distributed is described in Table 1-3.
The highest rate of usable returns was 50 percent from USAR unit person-
nel with L4 percent from ARNG unit personnel; the lowest rate was from
the ATCG with 27 percent, with 28 percent from Stby. The differences
in return rate by RC categories were statistically significant. There
was no significant variation in rate of return from regions of the US.
The highest rate was from the South Atlantic region with 42 percent, and
the lowest rate from the Middle Atlantic and Pacific regions with 34 per-
cent. Thus the returns appear to be representative (within a RC category)
of the original sample. Additional discussion of the representativeness
of the returns will be found in the last portion of this chapter where

sensitivity of results is examined.
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Table 1-2

SAMPLE

(Survey of Sixth-Year Personnel)

Reserve Component category

ARNG USAR ATCG RCG Stby Totals

Original sample 998 975 999 996 963 4931
Nondeliverable 28 63 28 23 37 179
Net sample 970 912 971 973 926 h7s2
Total returns 482 469 315 4ss5 307 2028
(Percent return) (50) (51) (32) (47) (33) (43)
Federal technicians® 16 7 - 1 1 25
Not usable Ls 10 59 70 L6 230
Usable returns 420 453 266 385 261 1785

&Federal technicians excluded from sample for ARNG and USAR units.
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Results

A summary of the results from Part A, Background Tnformation, is
contained in Table 1-4. Chi-square tests are given for most distributions.
When the distributions are obviously different, chi-square tests are not
reported.

Al—Grade. Respondents ranged in grades from E1 to E9Q. There is
some question, however, as to whether the E8 or EQ responses might not be
erroneous, because it would be difficult for one to attain the grade of
E8 or E9 in 5 years of RC service. It is seen that there are differences
in the grade structure of those in units as contrasted with those in the
Control Groups. Those in units have had greater chance to advance in
grades, and one sees more E6's in the ARNG and USAR units. The bulk of
those surveyed among all categories were EL's and E5's. The chi-square
value of 152.86, with 32 degrees of freedom, indicates that the dispro-
portionate rank distributions are significantly different as demonstrated
by the probability value of less than 0.0l. .

A2—Time in Active Army. As might be expected, about 90 percent of

personnel in units had less than 6 months in the Army, and about 10 per-
cent had from 6 to 12 months. The ATCG consists largely of persons
drafted into the Army, and these respondents had generally 2 years of
military service. The RCG and Stby are generally divided between 2 and

3 years of service.

A3—Months in Military Schools. It appears that the respondents in

the USAR units had slightly more military schooling than those in the
ARNG units, but the distributions in the table as a whole are not sig-
nificantly different.

Ab—Military Occupational Specialty (MOS) in Which Trained. Respon-

dents have been analyzed only in terms of occupational area (first digit
of the MOS number). Since the ARNG has a high proportion of combat units,
it is not surprising that 42 percent of the respondents indicated that
they were trained in MOSs in the tactical operations occupational area.
Neither is it surprising to find the high percentage in clerical and
general technical areas for USAR respondents as contrasted with the
smaller proportions for the ARNG. Almost 4O percent of the ATCG had
combat arms MOSs which, perhaps, reflects somewhat the lack of choice

that the draftee has with respect to MOS.
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Table 1-U

PERCENTAGE DISTRIBUTION OF RESPONSES TO PART A, BACKGROUND INFORMATION
(Survey of Sixth-Year Personnel)

Reserve Component category

Item ARNG | USAR | ATCG | RCG | Stby
Number of Responses 420 453 266 385 261
Al - Grade
El1 to E3 N 6 6 5 3
Eb Lo 3k 55 k5 L2
ES L2 Ll 38 48 53
E6 11 16 <l 1 2
E7 to E9 1 1 <1 1 -
Chi-square = 152.86, df - 32; p = <0.01
A2 — Time in Active Army
Less than 6 months 89 89 2 1 1
6-12 months 8 10 2 1 1
About 2 years 2 2 89 56 5T
About 3 years 2 - 5 38 36
About 4 years <1 <1l 2 L 6
Chi-square = 162.73, df = 16; p = <0,01
A3 — Months in Military Schools
o kg 33 37 37 3k
1-9 31 L3 36 35 38
10-19 19 18 o4 22 22
20-29 1 3 2 b 3
30 or more <1 2 <1 3 3
Chi-square = 25.16, df = 16; NS
Ak — MOS in Which Trained
0 - Special assignment L 3 5 2 2
* 1 - Tactical operations ko 15 39 21 20
2 - Missile & Fire Control
electric maintenance 1 1 1 3 3
3 - General elec. malntenance 8 7 L 9 7
4 - Precision maintenance 2 1 3 2 b
S5 - Auxiliary services 3 8 2 5 3
6 - Motors 1k 16 s 26 17
7 - Clerical 16 30 16 20 24
8 - Graphics 1 1 1 1 2
9 - General technical 10 18 16 11 18
Chi-square = 189.20, df = 36; p = <0,01
A7 — Age {(years)
20-21 - - <1 o <1l
22-23 9 5 6 11 i
2k -25 48 37 56 61 56
26-27 22 25 17 15 22
28-29 16 25 17 9 14
30 and older L 8 L 3 L
Mean 25.2 25.8 25.2 2k .6 25.2

Chi-square = 110.48, df = 20; p = <0.01
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Table 1-4 (continued)

Reserve Component category

Item ARNG | USAR | arcg | Rcg | Stby
A8 — Civilian Education
Grade school <1 <1 1 2 2
Some high school 2 1 13 13 8
High school graduate 35 28 37 52 ko
Some college 37 34 35 26 37
College graduate 20 23 8 7 10
Postgraduate study 6 13 6 1 3
Chi-square = 247.43, 4f = 20; p = <€0,01
A9(1) — Training Assemblies for Pay Past Year
1-30 6 5 83 - -
31-k0 3 5 8 - -
41-50 75 8L 8 - -
51-60 12 L - - -
More than 60 3 2 - - -
Al10 — Days of Active Duty Training Past 3 Years
None or NR 17 11 79 8k 81
1-10 1l <1 - 1 2
11-20 1l 2 16 5 8
21-30 3 L 1 1 2
31-ko 2 b - - <1
k1-50 65 68 - - -
More than 50 1 15 L 9 7
All — Marital Status
Single 15 1k 21 27 27
Married 84 8k 73 70 69
Separated/divorced 2 2 6 3 5
Widowed - - - = =
Chi-square = S1.11, df = 8; p = <0,01
Al2 — Number of Children
None LY. ko k9 46 4o
1 36 35 33 36 33
2 18 23 13 16 1k
3 2 2 4 1 3
Chi-square = 23.70, df = 12; NS
Al3 — Civilian Occupation
Protessional or managerial 12 25 10 3 12
White collar 29 28 21 24 24
Blue collar 5T Ls 60 66 53
Student or unemployed 2 2 10 8 11
Chi-square = 146.18, daf = 12; p = <0,01
Alk — Present Employment
Self-employed 1k 11 8 5 6
Employed by government 10 13 T 10 11
Employed by private firm 72 73 70 Th 68
Student 2 2 10 8 10
Part-time student/part-time empl. <1 1l 1l 1l 2
Unemployed 1 - N 3 IR
Chi-square = 89.90, df - 20; p = <0,01
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Table 1-4 (continued)

Reserve Component ca tegory

Itew
ARNG | USAR [ ATCG | RCe_ | Stuy
Al6 — Present Income Excluding Military Pay
Lﬁss than $4,000 3 L 12 17 15
/000 - 6,000 13 6 16
6,000 - 8 A 12
) »000 22 18 31 28 23
8,000 - 10,000 ol 21 :
10 o : 19 21 30
,000 - 12,000 20 23 1 8 1%
14,000 - 16,000 2 6 > 1
16,000 - 18,000 2 4 1 <l ?
18,000 - 20,000 1 3 o o “
20,000 - 22,000 <1 1 <1 _ ;
22,000 - 24,000 1 1 0 - <
More than 24,000 1 > <1 B )
Me . §
. $8,200  $9,600  $6,800 $5,800  $6,800
Chi-square = 289.h49, dt - bl ; p = <0,01
Al({ — Estlumte of Value of Annual RC Pauy and Benefiis
None - - 33 L5 Lo
Less than $500 9 10 61 51 58
500 - 699 36 L2 2 1 <1
700 - 899 37 L 2 <1 -
900 - 1,099 1k 9 1 1 <1
1,100 - 1,299 2 4 <1 1 -
1,300 or more 1 2 1 2 e
Approximate mean $719 $696
(A18 — Present pamisy lncuun weuns) $10,400 $11,800  $8,800  $7,200  $13,600
Chi-square = 267.08, dr = bh; p = <0.01
AlY — Religlous Preference
Jewish 2 2 1 - 3
Protestant 65 60 63 61 65
Romun Catholic ok 28 22 25 20
None N [ 8 8 6
Other 7 5 6 6 6
Chi-syuare - 53.62, dtf = 16; p =€0,01
A20 — Race
American Indian <1 <1 <l 1 <1
Caucasiun 98 98 90 8y Y0
Negrold <1 1 6 10 5
Orientul <1 <1l - 1 2
Other <1l 1 3 2 3
Chi-square - 96.89, Jt = 16; p = <0,01
A2]1 — Type of Community in Which keared
Farm 26 16 21 20 19
Small towu Lo 30 35 %0 sh
Suburb 13 23 20 17 Py
City 22 31 2h 23 g
Chi-square - h2. Wb, ar - 25 p - <0.01
Av2 — Reglon of US 1n Whlch Reared
New England 6 8 3 [ h
Middle Atlantic 10 19 11 15 1Y
Eust North Central 16 21 25 20 oy
West North Central 17 10 14 10 ’]
South Atlantic 16 19 12 19 1y
East South Central 8 8 9 f i
West South Central 10 ‘{ 10 10 t
Mouutain 6 3 G b 2
Pucific T 4 10 10 13
Other <1 <1 1 1 4
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Table 1-4 (continued)

Reserve Component category

Item ARNG | USAR | ATICO RCG_| Stby

A23 — Type of Community in Which Now Living
Farm 1h 9 12 10 9
Small town 36 25 29 37 31
Suburb 22 31 25 19 25
City 28 36 35 3k 36

Chi-square = 37.60, df = 12; p = <0,01

A24k — Region of US in Which Now Living
New England 6 T 4 L L
Middle Atlantic 9 20 10 14 15
Fast North Central 17 19 25 20 23
West North Central 17 8 12 9 10
South Atlantic 16 19 13 19 19
East South Central 11 7 T 7 3
West South Central 10 T 11 10 8
Mountain 6 b 5 5 N
Pacific 6 6 12 12 1h
Other <1 <1 1 <1 <1

Note: Percentages may not total to 100 owing to rounding.

Chi-squares calculated on frequencies, and not adjustéd

for small frequencies in a cell; only probabilities of .0l

or greater reported as significant.

Chi-square values not reported in instances where differences

are obvious
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A5—MOS in Which Now Working. The distribution of MOSs reported in

response to this question is generally the same as for item Ab4 and is,
therefore, not reported herein.

A7—Age. There are significant differences in the distribution of
ages among the five RC categories. The respondents in USAR units tend to
be slightly older than those in ARNG units; those in the RCG (42 percent
having had 3 or more years of active service and presumably having enlisted)
tend to be younger.

A8—Civilian Education. Educational levels for the various RC cate-

gories are significantly different, with the higher proportion of college
graduates among the ARNG and USAR units. The educational level is higher
in the USAR units than it is in all other categories, with 36 percent
being college graduates. The RCG has the lowest educational level, with
some 67 percent being high school graduates or less and only 8 percent
being college graduates.
A9(1)—Training Assemblies for Pay during the Past Year. About 90

percent of the members of ARNG and USAR units have attended 41 or more

paid training assemblies during the past year. 1In response to item
A9(2), the number of training assemblies not for pay, over 10 percent
indicated that they had attended between one and 10 meetings not for pay.
From write-in responses in the surveys and from interviews during the
pre-test, it appears that unit members sometimes attend an assembly but
do not get paid for it because they might have been late or might, for
some other reason, have been docked and not paid for the meeting. This
accounts for the fact that, while only five absences are allowed during
the year, it appears that 10 or more percent of those persons in units
did not get paid for 43 assemblies during the year.

AlO0—Days of Active Duty Training during the Past Three Years. No

attempt has been made to determine the significance of these differences
because of so many incomplete cells and because of the obvious differences
between persons in units and those in Control Groups. It appears that

the ARNG and USAR unit members do not differ in the amount of AT exper-
ienced,

All—Marital Status. A higher proportion of those in units is

married. There also seems to be a higher proportion separated or divorced
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in the Control Groups. The differences among the RC categories are sta-
tistically significant.

Al2—Number of Children. Nearly 50 percent have no children, and

no one claimed more than three. The differences among RC categories are

not significant.

Al3—Civilian Occupation. The survey called for a write-in of occu-

pation. The responses were coded into four categories as shown in Table
1-k. It is very evident that a higher proportion in the USAR units has
higher level occupations, especially in the professional or managerial
occupations. Those in the RCG have the lowest occupational level, two-
thirds being employed in blue-collar jobs. Roughly 10 percent of those
not in pay units are either students or unemployed. The differences in
distributions are statistically highly significant.
Allh—Present Employment. The high proportions unemployed in the

Control Groups are somewhat confirmed in this item. It is evident also
that there are higher proportions of individuals in ARNG and USAR units
who are self-employed, a point that will be noted later in éonsidering
the characteristics of self-employment and the effect that it has upon
satisfying one's RC obligation.

It was noted earlier that Federal civilian employees assigned as
technicians to ARNG or USAR units (as determined in question Al5) have
not been included in the survey responses analyzed. There were 23 such
respondents in units (plus two in the Control Groups or Stby whose returns
were analyzed).

Al6—Present Annual Income Excluding Military Pay. The results

from this question point up additional distinctions in the socioeconomic
character of RC categories. The mean income of those in the USAR units
is $9600, $1400 more than that of those in ARNG units, and those persons
in the Control Groups and Stby are some $1400 to $2400 below the ARNG
units in mean annual income.

When the responses to item Al8 on present family income are examined,
it is seen that other income within the family increases the family annual
income approximately $2000 more, but a good portion of this, for members

of pay units, comes from pay for participation in the RC.
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Al7—Estimate of Value of Annual RC Pay and Benefits. The majority

of the respondents who were in units indicated that the value of their RC
pay and benefits generally was between $500 and $900. This represents
roughly a 7 to 9 percent increase to total individual income.

Al19—Religious Preference. There appear to be no real differences

as to religious preferences. It is seen that 60 to 65 percent are Pro-
testant and 20 to 28 percent are Roman Catholic. These proportions are
not consistent with the distribution of population by denominational
membership nationally. The survey percentages are approximately equiva-
lent for Roman Catholic, but Protestant percentages reported here are
much higher than national figures, which suggests that respondents, not
members of a denomination, indicated preferences (as the question asked),
and that there is much less nominal-only affiliation among the Roman
Catholics.

A20—Race. The significant distinction shown in the survey is that
members of ARNG and USAR units are white (98 percent). Among the Control
Groups members range from 85 to 90 percent white and from 5 to 10 percent
Negro. One may speculate that there were disproportionately few returns
from Negro respondents (as well as from respondents of other races in
the lower socioeconomic levels), especially in the ATCG and Stby.

A21—Type of Community in Which Reared. It is seen that there are

basic differences between the ARNG and USAR units with respect to where
the respondents were reéred. Over half of the USAR unit personnel were
reared in suburbs and cities, as contrasted with 35 percent of those in
ARNG units. These differences are probably a function of where ARNG and
USAR units are located. The ARNG units tend to be situated in more rural
areas.

A22—Region of US in Which Reared. This item is closely related to
item A24 and will be discussed there.

A23—Type of Community in Which Now Living. The distinction, noted

before, concerning more USAR unit members in suburbs and cities and more
ARNG unit members in farms and small towns, is again evident in more

striking fashion. The contrast between items A2l and A23 gives some in-
dication both of the urbanization of US society and the mobility of this

population.
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A24—Region of US in Which Now Living. The distribution character-

istic of each RC category shown here and in question A22 igs a function of
the sample for the survey. The responses to items A22 and A2L are strik-
ingly similar to the distribution of the original sample described in
Table 1-1. The fact that the returns are representative of the total
mailed out is confirmed by the nonsignificant chi-square reported in
Table 1-3.

Summary of Background Information. The more striking differences

among respondents in the different RC categories can be summarized as
follows:

(a) The ARNG unit personnel have a greater proportion of personnel
trained in tactical operations MOSs, while USAR unit personnel are more
often trained in clerical and general technical fields.

(b) The ARNG and USAR unit personnel are of a higher educational
level than those in the IRR and Stby.

(c) The USAR unit personnel occupy higher occupational levels.
Respondents in the RCG are markedly low in occupational level.

(d) A higher proportion of ARNG and USAR unit respondents is either
self-employed or employed in government.

(e) Mean annual income levels are higher for USAR unit respondents
than from ARNG unit respondents, whose income levels, in turn, are notably
higher than for those not in units.

(f) The proportion‘of Negro respondents in ARNG and USAR units is
1 percent or less.

(g) The ARNG unit respondents tend to come from, and be located in,
more rural areas.

Satisfaction and Importance of Aspects of RC Service

Part B of the survey listed nine different aspects of RC service.
It was the intent of this portion of the survey to learn how satisfying
each of these nine elements was, and to learn further the importance
that the respondent attached to each aspect associated with RC service.
The respondent indicated on a 7-point scale the degree of his satisfac-
tion with that element of service, one being least satisfying, and seven
most satisfying. After he had judged the satisfaction associated with

each item, he was asked to indicate the relative importance of each item
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by ranking them in importance from one to nine, one being most important
and nine being least important.

The mean satisfaction and importance scores and rankings are shown
in Table 1-5 for the respondents in the ARNG and USAR units. (Responses
to Part B of the survey by respondents in Control Groups and Stby were
not complete enough to be analyzed.) Satisfaction scores are ranked
from most satisfying to least satisfying. It is seen that item B2, per-
sonal associations and friendships, was found to be most satisfying.

Item B8, the employer's attitude toward the member's RC duty, also was
found to be somewhat satisfying, just slightly above the midpoint of the
satisfaction scale., It is of concern that all the remaining items are
rated below the midpoint of the scale; that is, they are found not to be
especially satisfying. At the bottom in terms of satisfaction are items
B3, economic benefits associated with RC service, B6, effect of RC service
on free time, B9, transfer of skills (relation of skills) between RC
service and civilian life, and B5, effect of RC duty on family. It will
be noted also that there is a significant difference between the ARNG and
USAR unit personnel with respect to items Bl, assigned duties, and Bh4,
acceptance in community; that is, those respondents in USAR units express
significantly less satisfaction with these two items than do ARNG unit
respondents.

The importance rank accorded the nine items indicates that items
B3, economic benefits, B5, the effect of RC duty on family life, B6, the
effect of RC duty on free time, and B2, personal associations in RC units,
are ranked above the median rank; that is, they are considered more im-
portant than the remaining elements. Acceptance in the community and
transfer of skills are considered relatively unimportant. Note that
item B6, effect on free time, is considered significantly more important
by respondents in USAR units than those in ARNG units.

The relation between the satisfaction scores and the importance
rankings for the nine elements is a matter of concern to commanders and
policymakers. Ideally.it would seem important to attend to those things
that are considered important by the respondent and, especially, those
things in which satisfaction levels are low. The relation between satis-

faction scores and importance rankings is shown in Fig. 1-1. Those things
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Table 1-5

MREAN SATISFACTION AND IMPORTANCY VALUES FOR RC SERVICE
(Part B — Survey of Sixth-Year Personnel)

ARNG USAR
e T I T 7
Satisfaction Scores
B2 - Personal associations 5.2 1.46 5.1 1.46
B8 - Employer's attitude 4.3 2.10 h,Sb 2.19
Bl - Assigned duties 3.9 1.71 3.6 1.79
B7 - Effect on vacation 3.h 2.28 3.6 2.30
Bl - Acceptance by community 3.2 1.55  2.9°  1.k8
B2 - Economic benefits 3.0 1.57 2.9 1.58
B6 - Effect on free time 2.9 1.6k 2.8 1.65
B9 - Transfer of skills 2.8 1.79 2.6 1.79
B5 - Effect on family life 2.7 1.48 2.6 1.53
Importance Ranking

B3 - Economic benefits 3.6 2.40 3.9 2.51
BS - Effect on family life 3.7 2.39 3.6, 2.25
B6 - Effect on free time L.2 2.36 3.8 2.20
B2 - Personal associations I 2.24 L. 2.37
B7 - Effect on vacation 5.0 2.50 4.8 2.42
Bl - Assigned duties 5.1 2.32 5.1 2.40
B8 - Employer's attitude 5.8 2.43 5.8 2.43
B9 - Transfer of skills 6.2 2.51 6.0 2.53
B4t - Acceptance by community 6.2 2.26 6.5 2.16

*M=mean value, SD=standard deviation.

bSignificantly less satisfying for USAR unit respondents.

cSignificantly more important for USAR unit respendents.

Note: Differences in means of the following amounts are required
for statistical significance at the 5 percent level of confidence:

satisfaction, 0.3, for importance, 0.k.
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that are not satisfying and are considered more important than average,
then, should appear in the upper left quadrant. It is seen that three
items are grouped in that quadrant—B3, economic bvenefits, BS5, the effect
on family life, and B6, effect on free time, and pe ‘haps B7, effect on
vacation. Somehwat less attention might need to be given those elements
that are relatively less important and are not satisfying—Bl, acceptance
by community, B9, transfer of skills, and perhaps, Bl, assigned duties.
Item B8, employer's attitude, in the lower right quadrant, seems rela-
tively unimportant and reasonably satisfied. Item B2, perscnal associa-
tions, which is both important and satisfied, should be reinforced to
make sure that sufficient emphasis is placed upon it to keep it there.

It may be argued that, since the importance ranking procedure is a
forced-choice mechanism and half the items must always be relatively im-
portant—a criticism which is true—we have no way of knowing the absolute
importance attached. From the standpoint of satisfaction, however, the
scale is so arranged that ideally one would hope all items are perceived
to be toward the right side of the scale; that is, in the direction of
being better than average satisfied. Thus the ideal result, with respect
to Fig. 1-1, would be one which saw all points in the upper and lower
right quadrants.

Potential for Reenlistment without Additional Incentives

Part C of the survey determined the respondent's potential for reen-
listment on a 100-point scale, No incentives or inducements were promised.
The distribution of responses for five RC categories is shown in Table
1-6, along with the mean of the probabilities for each RC category. It
is seen that there is generally progressively less inclination to enlist
in the RC, the further the respondent is from active participation in
the RC. Reenlistment probability is highest for the ARNG units, next for
the USAR units, and lowest for those in the Stby. (It should be remem-
bered that those in the Stby have completed all RC obligations, and it
should not be expected that the reenlistment potential would be very high.)

It is of special interest to note the distribution of responses.

For the ARNG units, 53 percent indicated the probability of reenlistment
as being zero, where only 3 percent indicated that it would be certain
(100 percent). Similarly for those in USAR units, 62 percent and 3 per-
cent were the indicated probabilities.
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Table 1-6

PERCENTAGE DISTRIBUTION OF RESPONSES FOR PROBABILITY
OF REENLISTING WITHOUT ADDITIONAL INCENTIVES

(Item Cl — Survey of Sixth-Year Personnel)

Probagility Reserve Component category

reenlisting ARNG USAR ATCG RCG Stby

0 53 62 T 72 82

10 13 11 6 8 7

20 7 b 4 2 2

30 Y Y 2 3 2

Lo Y 2 2 Y4 2

50 6 Y4 8 Y 3

60 1 3 1 2 =

70 2 1 1 1 <1

80 3 2 2 1 1

90 2 2 <1 {1 =

100 3 3 2 3 e

Mean .19 .15 .11 .11 .06

SD .28 .27 .23 24 .15

SD=standard deviation

Note: Percentages may not total to 100 because of rounding.
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Information of this sort often is acquired by a five-point, assumed
equal-interval scale, in which likelihood is described in words rather
than in numbers. It will be useful to know the relation between the
two forms of response for the same individual. When one says "definitely
will reenlist," what probability of reenlistment does this mean, and how.
are the other four points positioned on a probability scale?

In order to relate the probability scale responses to verbal descrip-
tions, the reenlistment question was asked in a similar form as F8, the
last question of the survey. In this question, however, the response was
on a five-alternative scale, the five alternatives being: definitely
will not reenlist, probably will not reenlist, not sure, probably will
reenlist, and definitely will reenlist. The distribution of responses
on this question, then, should correspond closely with the probability
scale responses. The distribution of responses on question F8 is shown
in Table 1-7.

Attention is invited to the ARNG and USAR unit personnel responses
combined. From Table 1-7, it is seen that 4 percent answered "definitely
will" reenlist; to reach 4 percent in Table 1-6, one must use the 100
percent probability interval* plus half the 90 percent probability
interval answers. The space represented by the 4 percent so answering
is shown by the vertical bar on Fig. 1-2 running from 90 to 100 percent
probability of reenlisting; the midpoint in the bar is shown by x.

For the next alternative "probably will" in Table 1-7, there is an
average of 8 percent of the ARNG and USAR responses; one must collect
proportiohs of frequencies on Table 1-6 up into the 50 percent interval
before reaching the equivalent 8 percent. The vertical bar for "probably
will" reenlist (Fig. 1-2) thus covers the interval from 90 percent to
slightly less than 55 percent. The other intervals are plotted on
Fig. 1-2 in the same manner.

About 15 percent indicated "not sure" which corresponds to the
probability interval of 20 to 55. Between 22 and 23 ﬁercent indicated

"probably will not" reenlist, which corresponds roughly to the interval

*
It is assumed that probability scale values represent the midpoint
of an interval: 100 represents 95.00 to 104.99, 90 represents 85 to 94.99,
80 represents 75.00 to 84.99, and so on.
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Table 1-7

PERCENTAGE DISTRIBUTION OF RESPONSES FOR
INTENTION TO REENLIST IN RC

(Item F8 — Survey of Sixth-Year Personnel)

Reserve Component category

Reenlistment ARNG USAR ATCG RCG ' Stby

intention , 1

1. Definitely will not L6 555 58 60 67

2. Probably will not 23 22 20 18 18

3. Not sure 17 14 18 15 13

4. Probably will 10 6 3 6 2

5. Definitely will L L 2 <1l
Means 2.0 1.8 1.7 1.7 1.5

Chi-square = S5h.42, df = 16; p = £0.01
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0 to 20; and about 50 percent said "definitely will not," corresponding
to zero probability of reenlisting.

In Fig. 1-2, a line has been drawn by inspection through the midpoint
of each probability range to demonstrate the relation between the two
types of scale. No claim is made that one scale is more correct than
another, but for this kind of RC reenlistment, with this kind of RC per-
sonnel, the relation is as shown.

The skew distribution of probability values for reenlistment was
noted in Table 1-6. This kind of skewness will be apparent when mean
probability values are very low, or very high. In such a case, rather
than using the mean probability values, it might be better to use the
median probability values, or to speak in terms of the percentage of
respondents falling in the tail of the distribution that one is interested
in describing. (Further discussion of the possibility of a constant error
in mean probability values will be found in the last section of this chap-
ter.) 1In the analysis conducted in this study, however, this problem was
overcome in another way, described in the next section.

Fconomiec Incentives

Part D of the survey determined the probability of reenlistment in
consideration of each of 10 different economic alternatives. The mean
and median probability of reenlistment values for each alternative are
shown in Table 1-8 for each of the five RC categorfés. Also shown are
the mean probability values for an economic incentive package, item Bl2,
which the respondent composed, using two or three of his most favored
economic incentives. Thus it is seen that the economic package always
has a higher reenlistment probability value than does any individual
economic incentive,

Also shown in Table 1-8 is a noneconomic package which the individ-
ual had composed and which will be discussed later. The combination of
the two is shown as the last row in the table.

It is seen that the mean probability of enlistment values are highest
for item D7, medical énd dental benefits, followed generally for respon-
dents in ARNG and USAR units by item D10, the income tax exemption, then
by D8, home loan guarantee and so on, with bonus, no economic loss during
AT, and SGLI being the lowest ranking.
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The problem alluded to previously of perhaps inflated mean probabil-
ity values for a skew distribution, as was evident in item Cl, can now
be resolved. The most meaningful way to examine the effect of an economic
incentive is to determine the expected reenlistment gain from the economic
incentive., This can be easily determined by using item Cl as a base value
and subtracting it from the mean probability wvalues for the various incen-
tives and incentive packages. This has been done in Table 1-9 to show the
net gain in reenlistment probability that can be effected by each of the
incentives listed. The ordering of incentives does not change, but the
probabllity values now are more realistic values of the increment in re-
enlistment that might be expected if such an incentive were put into effect.
These mean net gain values are the ones used in the cost effectiveness
analysis.

It will be noted that the net gain reenlistment probability values
for the noneconomic package approach being as high as that for the eco-
nomic package for the IRR members and the Stby; they are slightly less
for respondents in units. The relation and distribution of responses for
the base case probabilities and for two other categories are illustrated
for ARNG responses in Fig. 1-3. The three curves show the general gain
that might be achieved with various incentives. For example, the bonus
which has a mean reenlistment probability of 0.32 and a net gain of 0.13
definitely increases probability of reenlistment as is evident at the
higher probability values. However the package of noneconomic incentives
with a mean probability of 0.56 increases it substantially more over the
bonus—over 20 percent of respondents are in the 90 to 100 percent prob-
ability categories.

Noneconomic Incentives

Part E of the survey asked that the respondent choose, from among
15 items listed, the three that he thought most important to him—that
might have an effect on his attitude toward the RC. As is seen from the
ordering of responses shown in Table 1-10, the most favored items were
El, domestic action; fhat is, increased involvement by the individuals
and the units in community activities. Next was E5, relaxation of per-
sonal appearance and grooming standards in units; followed by E3, better
utilization of skills in units, and E7, greater concern for the family
of a RC member, and so on.
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Table 1-9

MEAN NET GAINS IN REENLISTMENT PROBABILITY
FOR ECONOMIC AND NONECONOMIC INCENTIVES

(Survey of Sixth-Year Personnel)

Reserve Component category
ARNG SAR ATCG RCG Stby
Item M | R M | R M | R M | R M | R
D7 - Medical and dental benefits 0.31 1 0.27 1.5 0.25 1 0.23 1.5 0.24 1
D10- Income tax exemption 0.29 2 0.27 1.5 0.22 2 0.23 1.5 0.21 2
D8 - Home loan guarantee 0.26 3 0.25 3 0.17 &4 0.19 4 0.16 k.5
D1 - Increased pay 0.2+ 4 0.20 4 0.12 10 0.11 9 0.12 8.5
D6 - Improved retirement 0.22 5 0.18 5 0.21 3 0.20 3 0.20 3
D9 - Proficiency pay 0.15 6 0.15 6 0.16 5.5 0.16 5 0.15 6
D4 - Educational benefits 0.13 8 0.13 7 0.15 7T 6.15 7 0.16 k.5
D2 - Bonus 0.13 8 0.10 8 0.13 9 0.10 10  0.11 10
D3 - No loss during AT 0.13 8 0.08 9.5 0.16 5.5 0.15 7 0:13 T
D5 - SGLI 0.08 10 0.08 9.5 0.14 8 0.15 7 0.12 8.5
D12- Economic package 0.45 0.h41 0.25 0.27 0.31
E1T7- Noneconomic package 0.37 0.35 0.26 0.26 0.28
E18- Both packages 0.51 0.49 0.31 0.31 0.3h

M=mean net gain, R=rank.

Note: Differences in mean probability values of 0.0k within a category
(down), and of 0.06 across RC categories are generally significant at the 5
For example, for the ARNG D7 item 0.31 and D8

percent level of confidence,

item 0.26 are significantly different from each other; the ARNG D7 item 0.31
is significantly larger than the ATCG D7 item 0.25.
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Table 1-10

PERCENTAGEa CHOOSING EACH OTHER-THAN-ECONOMIC INCENTIVE
(Part E - Survey of sixth-year persomnel)

Reserve Component category

ARNG | USAR | Rank ATCG RCG Rank Stby

Item % % % % %

El - Domestic action Ll Ly 1 54 Iy} 1 42
ES5 - Grooming 34 4o 2 15 22 6% 28
E3 - Utilization of skills 35 37 3 36 28 5 36
ET - Family 35 27 L 37 38 3 3L
E6 - Advancement 26 32 5 36 38 4 30
E9 - Morale 23 29 6 15 18 8 19
E13- Training 2k 12 7 16 13 9 16
E15- IRR w/reduced benefits 16 18 8 Ly 5} 2 39
Ell- No MUTA 14 14 9 b4 L 15 9
E4 - Social activities 14 13 10 15 22 6% 12
E10- Fewer assemblies 10 15 11 6 5 13 6
E2 - Public attitude 10 T 12 T 11 10 12
El2- AT with Active Army 6 6 13 9 6 11 4
E8 - Career counseling 4 3 1k 5 5 14 8
Elk- More WAC in RC 2 15 b 8 12 5

a
Percentages normalized to be equivalent across all RC categories.

Note: Generally a difference of 6 percent is significant at the §
percent level of confidence.
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The high rank accorded E15, IRR with reduced benefits (by the Control
Groups), should be noted. Such willingness to affiliate with this RC has
implications for a different kind of reserve force structure—a very large,
less active force, on call.

The values listed in Table 1-10 are not probability values. They
are the proportion of respondents choosing the various incentives listed.
(Since sometimes a respondent selected only two items rather than three,
these proportions have been normalized to the same scale so that they are
equivalent across all RC categories.) Also to simplify the presentation
in Table 1-10, the responses of those in units and of those in Control
Groups have been ranked on the basis of the average of the two propor-
tions for each of the two groups.

Note that the way in which the respondent chose these items was a
forced-choice technique: he was required to select three items out of
the 15. There is no indication in this requirement that these were very
important to him, or whether he attached only moderate importance to
them. However he was required in item E17 to note how those three items,
when combined, would affect his potential for reenlistment in the RC.

In doing this he attached a probability value to the effect of implemen-
tation of the items and, as was noted earlier, this probability value for
the package of noneconomic incentives does show that the individual gen-
erally attached high importance to the noneconomic items. The strength
of that importance becomes evident in the cost effectiveness evaluation
of the items.

Table 1-11 shows the results of item E19, which asked what category
the individual would prefer if all incentive packages were in force, As
Table 1-11 shows, those who were in the ARNG units preferred the ARNG,
those who were in the USAR units preferred the USAR.

Additional Questions

The last part of the survey included several questions that had
been incorporated into an all-Service DOD survey7 two years ago, as well
as two or three items‘of our own interest. The results may be summarized
briefly.

There is some question as to what individuals perceive a fair eco-

nomic incentive to be. The question was asked in item Fl1 as to what the
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Table 1-11

RESERVE COMPONENT CATEGORY PREFERRED
IF ALL INCENTIVE PACKAGES IN FORCE

(Item E19 - Survey of Sixth-Year Personnel)
(Percent)

Reserve Component category

Preferred category ARNG USAR | ATCG RCG Stby
ARNG 72 1 5 7 5
USAR 67 18 16 1k
IRR 14 32 31 32
None

15 18 45 46 49
Chi-square = 1236.63, df = 12; p = ¢0.01
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respondent would estimate a fair yearly bonus to be. The responses are
shown in Table 1-12. They center in general in the category $500 to
$749. The mean value when calculated shows the yearly bonus to be about
$570 for ARNG and USAR unit personnel, a value considerably higher than
the $500 contemplated in the survey for a 3-year enlistment. The lack of
endorsement of a $500 bonus for 3 years (item D2) becomes evident when
the estimates shown in Table 1-12 are considered. It is of interest also
to see that the values change among RC categories, with those who are not
serving in RC units estimating a higher annual bonus (note the higher
values in the categories from $1000 and larger especially).

Item F2 (Table 1-13) asked whether or not a respondent thought he
had ever been denied benefits in civilian life and civilian employment
because of his RC affiliation. The results indicate that about 15 per-
cent of those in units feel that they have been denied benefits. This
finding is in substantial agreement with the DOD survey in which 13 per-
cent indicated that they had had similar experience.

Item F3 (Table 1-14) inquired as to what the employer's leave policy
was., It is seen that about 50 percent of those persons in units either
get leave with pay or the employer pays the difference in any loss that
might be suffered.

In Item F4t (Table 1-15) the motivation for entering service is ex-
amined. It is seen that the percent of voluntary enlistments or affilia-
tions ranges from 12 to 15 percent for those persons in the ARNG and USAR
units, which is in general agreement with past experience with respect to
voluntary enlistment. It is evident also from Table 1-15 that the REPs
in the ARNG and USAR units are indeed different in their motivation for
military service from the persons in the Control Groups, as is evident
from the small response to the first two categories dealing with volun-
tary enlistment.

Item FS (Table 1-16) also examines the reasons for the RC affilia-
tion. It is evident again that considering the third and fifth categories,
from 85 to 90 percent bf the respondents in ARNG and USAR units were draft
motivated.

Item F6 (Table 1-17) asked if the respondent would encourage his
friends to enlist in the ARNG or USAR. It is gratifying to see that 34
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Table 1-12

ESTIMATE OF FAIR YEARLY BONUS
(Item F1 - Survey of Sixth-Year Personnel)
(Percent)

Reserve Component category

Range of estimate ARNG USAR ATCG RCG Stby
$ 1-249° 20 23 20 17 20
250-499 27 25 18 12 16
500-749 34 30 26 32 37/
750-999 5 L 6 7 9
1000-1499 10 13 16 16 1k
1500-1999 1 2 3 2 6

2000 and over 2 2 11 1k 8 -
Approximate mean 570 588 780 842 772

Chi-square = 113.61, df = 24; p = ¢ 0.01

%Some estimates of "no bonus," but not able to separate them
in coding from no response.
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Table 1-13
PERCENT DENIED BENEFITS BECAUSE OF RC AFFILIATION
(Item F2 - Survey of Sixth-Year Personnel)

Denied Reserve Component category

benefits ARNG | USAR ATCG | RCG ] Stby
No 69 Th 89 95 9k
Not sure 16 12 8 b 3
Yes, In past years T 5 2 1 2
Yes, 3 or L years ago 6 5 L1 <1 <1
Yes, 5 or 6 years ago 2 L <1 <1 L1

Chi-square = 155.2k, af = 16; p =<0.01

Table 1-14
CIVILIAN EMPLOYER'S LEAVE POLICY FOR AT
(Ttem F3 - Survey of Sixth-Year Personnel)

(Percent)

Leave Reserve Component category
policy ARNG | USAR | ATCG | RCG ] Stby
2 weeks' leave w/pay 20 2k 12 17 19
2 weeks' leave w/o pay 30 28 28 27 28
2 weeks' leave, pays

difference 23 30 15 1T 20
Must use vacation leave 15 8 18 13 10

Self-employed or )
unemployed 13 10 27 25 23

Chi-square = 89.77, df = 16; p =<0.01
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Table 1-15

VOLUNTARY ENTRY INTO MILITARY SERVICE
(Item F4t — Survey of Sixth-Year Personnel)

(Percent)

Would have Reserve Component category
entered service ARNG USAR ATCG RCG Stby

if no draft
Yes, definitely would

have entered L L 10 19 12
Yes, probably would .

have entered 11 8 18 22 16
No, probably would not

have entered 36 38 30 24 30 .
No, definitely would not

have entered 34 39 22 18 25
Have no idea what would

have done 15 12 21 17 17

Chi-square = 162.98, df = 16; p = <0.01
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Table 1-16

PRTMARY REASON FOR ENTRY INTO ARNG OR USAR
(Item F5 — Survey of Sixth-Year Personnel)

(Percent)

Reserve Component category

ARNG USAR ATCG RCG Stby

Reason
Involuntarily assigned

from active forces 1 2 83 79 85
To learn a trade or skill <1 <1 <1l 1 <1
Went in RC to avoid draft 54 6k L4 1 1
To serve country 2 1 2 1
To fulfill obligation at

time of choice 30 26 L 6 L
Education and training - <1 - <1
Friends were in 5 1 - - -
Supplement income 1 - -
Retirement benefits <1 <1l <1 -
Travel, new experience 1 - <1 1 -
Become mature and self-

reliant - <1l = 1 <1
Other 6 L L 5
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Table 1-17

ENCOURAGEMENT OF FRIENDS TO ENLIST IN RC
(Item F6 — Survey of Sixth-Year Personnel)

(Percent)

Would you Reserve Component category
encourage friends ARNG USAR ATGG RCG Stby
to reenlist
Definitely would not 21 27 2l 16 19
Probably would not 25 28 16 20 27
Not sure 20 18 33 32 33
Probably would 24 9 20 25 15
Definitely would 10 9 7 8 7

Chi-square = 67.80, df = 16; p = <0.01
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percent of the ARNG and 19 percent of the USAR units indicated they prob-
ably or definitely would encourage such participation. Also a high pro-
portion in the Control Groups indicates unexpected support for the RC.

A number of respondents suggested advertising as a way to gain RC members.

Sensitivity of Results

Certain assumptions are implicit in survey data. First, it is assumed
that the sample is representative of the population surveyed, and second,
it is assumed, when response has not been complete, that those responses
received are representative of the sample.

The RCPAC states that the first assumption is correct, that the
sample drawn from each of the five RC categories is random and presumed
representative of a category. When an incomplete response is received,
one may question the validity of the response. (It was demonstrated at
the beginning of this chapter, in the discussion of the sample, that
there was no bias in the return from the standpoint of the part of the
nation to which the survey was sent.)

As one extreme, it could be postulated that only those more favorably
disposed toward the RC responded, and that those not responding were not
favorably inclined, or were disinterested, or were too busy with their
jobs, families, and (even) RC duties to respond. One may infer something
of the favorable or unfavorable attitude of the respondents by comparing
responses to the reenlistment questions with actual reenlistment exper-
ience. The actual reenlistment of personnel (completing their first 6-
year enlistment) in ARNG and USAR units during November 1971 was at rates
of about 11 and 7 percent, respectively.* It will be noted from Table
1-7 that these rates correspond roughly to the "definitely will" plus
half of the "probably will" of the personnel surveyed and, from Table
1-6, those respondents who indicated 70 to 100 percent probability of
reenlisting. Such values from Tables 1-6 and 1-7 would be reasonable
predictions of reenlistment.

On the assumption that unit RC personnel in November would behave
as 6-year personnel, pfedicting now what their reenlistment behavior would

be 6 to 12 months from now, it is seen that the correspondence is very

*
Personal communication from COL Paul M. Payson, Dept of Army,
CORC, 1972.
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close. All of which leads one to believe that the personnel responding
in the sample were characteristic of the total populatiom—that they
were not only those respondents favorably disposed toward the RC. Other-
wise the conjectured survey reenlistment figures might be expected to be
too high.

As was noted earlier, however, the mean probability of reenlistment
values associated with the probability scale estimates in Parts C, D,

and E may be overestimates of reenlistment intention. This overestima-

tion, however, is judged to be a function of the probability scale kind
of measure. It was pointed out that such difficulties could be overcome
by using mean net gains in probability (the probability of reenlistment
associated with an incentive, minus question Cl, the probability of reen-
listment without incentives). It appears, considering the actual reen-
listment rates of obligors just completing their first 6 years, that the
mean, uncorrected probability of reenlistment values are about 8 percent-
age points too high (for the ARNG units, 0.19 minus 0.08 is 0.11; for
USAR units, 0.15 minus 0.08 is 0.07), a fact not related to the represen-
tatives of the sample but rather to the probability scale technique.

A longitudinal study of RC members who are just completing their
obligations such as these surveyed, is planned beginning September 1972.
The purpose of such a study is to determine the proportion that did
indeed reenlist, as compared with the portion that indicated they would
reenlist in the RC. It may enable prediction of reenlistment potential
with greater reliability than before, and should better identify areas
of ambiguity about attitudinal estimates concerning reenlistment.

There are disproportionately small numbers of returns from Negroes
and probably from all races in lower socioeconomic levels in the ATCG
and the Stby. (Negroes could be identified because their proportion in
the Nation and in the Armed Forces is known.) Thus, while about 10 per-
cent Negro respondents should be expected in these groups, there are
only 6 and 5 percent, respectively. Those Negroes that did respond indi-
cated a probability of reenlistment about twice as high as for whites in
the same RC categories. This suggests that should there be a higher pro-
portion of Negroes in the responding sample, the probability of reenlist-

ment values would be slightly higher.
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The survey was directed to personnel in their sixth year of obliga-
tion whose age and attendant financial, family, and educational situations
are relatively narrowly defined. For example, nearly 90 percent of the
respondents fall within the age range of 24 to 29; 75 percent are married,
just starting families.

Further, the sample of persons in RC units consists of REPs whose
motivations for RC service may not be the same as the entire range of
potential reenlistees. There are broad gaps in knowledge of the full
personnel supply range. It was speculated in the earlier interim report
on this study that there may be value differences between the RC member
and those who would make the Army a career. The survey sample has focused
on REPs in ARNG and USAR units, REPs whose ETS is imminent. The apparent
relative enthusiasm of these respondents does tend to confirm that there
are motivational differences, as well as marked background differences.
The citizen-soldier has had more education, probably comes from a more
affluent environment, and works at a higher occupational level,

The write-in responses in the survey confirm the survey results
reported., Great concern is expressed by those in units about the effect
of RC duty on free time and family life. The concern expressed is that
the time spent in ARNG and USAR unit assemblies is not spent in worth-
while fashiom—leadership is perceived to be poor, training and instruc-
tion to be inadequate and repetitious. They suggest that some of their
time could be spent in service to the community without loss of their
military skills—which would help correct some of the problems of boring
training and give them feelings of pride, satisfaction, and accomplish-
ment—and which would make their RC affiliation more worthwhile.

The matter of personal appearance and grooming standards is fre-
quently commented upon. Respondents continue to ask why, for 2 to L
days a month of RC duty, they must for the entire month be required to
accept the grooming standards of an Active Army soldier.

Little comparable survey information is available as current as or
of the type developed in this survey. Most relevant is the IRR study
conducted for CAR.8 Two items in that study might be compared with
results from the present survey. One group surveyed in the IRR study

was composed of USAR unit members who were 12 months or less from ETS
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to determine the acceptability of selected economic incentives. The

relation between the results of that study (expressed in terms of net

gain to reenlistment) and the present survey are as follows:

Net gain
IRR 8 RAC
IRR study incentive study survey
$1250 income tax exemption .288 27
$200 annual bonus (as contrasted
with a $500 3-year bonus) .155 .10
Retirement at age 50 .151 .18
$200 annual educational benefit
(as contrasted with $500 3-yr
educational benefit) .100 .13
SGLI .079 .08

A close agreement is seen for those incentives that were worded the
same in both surveys. The disagreement is not great for the bonus and
educational benefits that were not the same——the bonus is viewed more
favorably and the educational benefit less favorably in the IRR study.
There 1s similar comparability for IRR respondents in both studies:

Net gain
IRR 8 RAC
IRR study incentive study survey
$200 annual bonus .08 115
SGLI .105 145
Additional educational benefits .085 .150

The comparison in this instance shows mostly that the values are low in
both surveys. In this case, the populations sampled were quite different
in that the IRR study samples all IRR personnel, and the RAC survey con-
sidered only those in the sixth year of their initial obligation.

Survey questions took their final form in November 1971. The Army
is in a period of change. Interests and options have changed since that
time; survey questions may not be pointed as precisely as desired at the
alternatives now current.

As a measure of the attitudes and motivations of REP-63 personnel

in the sixth year of their military obligation, the survey results appear
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to be adequate, perhaps overestimating unadjusted reenlistment probabili-
ties slightly. It should be recognized, however, that this REP sixth-
year population represents a restricted range (in terms of age, family
status, education, and income) as a source of NPS personnel to ARNG/USAR
units. The same sort of information is needed about all personnel eli-

gible for RC unit enlistment

SURVEY OF FIRST-YEAR RC PERSONNEL

The November survey concentrated on reenlistment incentives for men
who were just about to complete their sixth year of obligated service.
However, for input to the dynamic model, information on original enlist-
ments of persons of the same general level of ability was required. It
was decided that an additional survey of persons who had just entered
ARNG and USAR units, but had not yet completed their 4 to 6 months of
AD, and hence were new to the RC, would be appropriate subjects to
answer questions concerning incentives for enlistment in the RC. Re-
sources prohibited the administration of the new survey as extensively
as the earlier one; no follow-up letters were sent out.

A random sample of 990 young men was developed by USARCPAC from
among the 11,000 persons in the first year of their obligated service in
ARNG and USAR units. Surveys were mailed to the sample early in February
1972. Approximately 300 surveys were returned and 226 were used in the
analysis.

A copy of the survey is in Annex Bl. The survey instrument took
the same general form as that administered to the sixth-year personnel,
but concentrated on motivation for enlistment in the RC rather than reen-
listment.

Biographical Information

Throughout the analysis ARNG and USAR unit personnel are considered
separately. No distinction is made as to length of service of the per-
sonnel surveyed except in the discussion of economic incentives. It is
recognized, however, that the dynamic projection model described in
App C uses as input information about personnel who have had 1 year or

less of RC service. Pertinent data relating to background information

*
Responses indicated that about one-fourth of the respondents had
already been on AD.
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are given in Table 1-18. The data presented frequently will be contrasted
with similar data for the sixth-year personnel shown in Table 1-4.

Al—~Grade. The ARNG and USAR unit personnel differ significantly
with respect to the grades they hold. Grade levels tend to be higher in
the ARNG units, with about 69 percent of the ARNG personnel in Grade E3 .
or higher, as contrasted with 48 percent of USAR unit personnel. This
grade distinction appears to have something to do with the character of
ARNG and USAR units rather than months of service, as the next item will
show.

A2—Months of Service in the RC. From 75 to 80 percent of the

respondents in both types of units have been in the RC 12 months or less.
This leaves a considerable number, however, who have been in for a longer
period, and this tends to discount the usefulness of the NPS concept.

The dynamic model uses only that portion of the sample having 12 months
or less of service. There is no significant difference between the two
groups with respect to the amount of time that they have been in service.

A7—Civilian Educational Level, As also was evident in the survey

of sixth-year personnel, USAR unit personnel have attained somewhat
higher educational levels than ARNG personnel. About 68 percent of ARNG
personnel have had at least some college training as contrasted with 8k
percent of USAR unit personnel., The difference between the ARNG and
USAR is significant at the 0.01 level of confidence.

AB—Are You Now in School? About 27 percent indicated that they

were in college or graduate school. The percentage applied to both ARNG
and USAR,

A9—TIf Now in School, What Do You Hope to Do When You Finish?

About 80 percent of those in school indicated professional or white-

collar aspirations after completing school.

Al0—Training Assemblies during Past Year. This turns out not to

be a very meaningful question since the respondents have been in units
for varying lengths of time, and often not a full year. About 70 percent
indicated less than 30 assemblies for pay, and very few indicated any

assemblies not for pay.

All—Marital Status. Roughly 60 percent were single, as contrasted

with only 15 percent of unit personnel still single among the sixth-year

personnel.
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Table 1-18

PERCENTAGE DISTRIBUTION OF RESPONSES TO PART A, BACKGROUND INFORMATION

(Survey of First-Year Personnel)

Reserve Component

Item ARNG | USAR
Number of responses 92 134
Al - Grade
E-1 5 16
E-2 25 36
E-3 56 35
E-L4 or higher 13 13
Chi-square = 12.72, df - 3; p = <0.01
A2 - Months of Service in Guard or Reserve
12 or less 80 76
More than 12 20 2L
Chi-square = .60, df - 1; NS
A3 - Months on Waiting List
0-2 67 66
3-4 11 15
5-6 6 L
7-12 10 12
13-18 L 2
More than 18 2 1
Chi-square = 3.60, df - 5; NS
Al - MOS '
O - Special assignment L 3
1l - Tactical operations 33 5
2 - Missile and fire control electronic maintenance 1 1
3 - General electronic maintenance 9 3
4 - Precision maintenance 1 1
5 - Auxiliary services 2 L
6 - Motors 18 13
7 - Clerical 18 26
8 - Graphics = L
9 - General technical L 13
None, or didn't know 9 27
Chi-square = 37.120, df - 9; p = < 0.01
A6 - Age (years)
18-19 16 16
20-21 41 2k
22-23 33 L5
24 -25 10 14

Chi-square = 7.71, df - 3; NS
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Table 1-18 (continued)

Reserve Component

Item ARNG | USAR
AT - Educational ILevel
High school graduate or less 32 16
Some college 39 35
College graduate 22 40
Postgraduate study 8 9

Chi-square = 14.31, df - 3; p = <0.01
A8 - Are You Now in School?

College or postgraduate study 28 27
No T2 T3
Chi-square = .63, df - 2; NS

All - Marital Status

Single 58 67
Married 41 31
Separated or divorced 1 2

Chi-square = 2.38, df - 2; NS
Al2 - Number of Children

None 82 91
1 17 T
2 1 2

Chi-square = .88, df - 2; NS

Al3 - Civilian Occupation

Professional or managerial 14 29
White-collar T 15
Blue -collar 53 34
Student or unemployed 25 22

Chi-square = 11.0, df - 5; NS
All - Employment Status

Self-employed 6 2
Employed by Federal government 15 16
Employed by private firm L 53
Full-time student 20 16
Part-time student/part-time employed T 3
Unemployed 8 9

Chi-square = 5.13, df - 5; NS
Al6 - Present Annual Income, Excluding Military Pay

Less than $4,000 L5 L1
$ 4,000-6,000 22 1k
6,000-8,000 19 20
8,000-10,000 7 12
10,000-12,000 3 6

More than $12,000
Chi-square = 5.60, df - 5; NS
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Table 1-18 (continued)

Reserve Component

Item ARNG ! USAR

Al7 - Estimate of Value of Annual RC Pay and Benefits
Less than $500 L 56
$500- 700 39 32
T700- 900 12 T

900- 1100 2 2

Chi-square = 9.19, 4f - L; NS

Al9 - Religious Preference
Jewish 1 3
Protestant 58 50
Roman Catholic 32 26
None 3 11
Other 6 10
Chi-square = 7.13, df - 4; NS

A20 - Race
American Indian - -
Caucasian o7 98
Negroid 1 2
Oriental 1 -
Other 1 -
Chi-square = 3.32, 4f - 3; NS

A23 - Type of Community in Which Now Living
Farm 13 9
Small town 37 26
Suburb 12 28
City 37 37
Chi-square = 9.58, df - 3; NS

A24 - Present Residence - Region of Nation
New England 10 2
Middle Atlantic 11 1k
East North Central 12 20
West North Central 8 17
South Atlantic 18 25
East South Central 16 b
West South Central 13 3
Mountain ‘ 9 5
Pacific 3 10
Other - -

Chi-square = 39.98, af - 8; p (0.01

Note: On this and subsequent tables of response frequencies, the pro-

portions may not total 100 percent due to rounding.
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Al12—HNumber of Children. Thirteen percent indicated that they had

cnildren as contrasted with over 50 percent in the survey of sixth-year

personnel.

Al3~—Civilian Occupation. While not quite statistically significant,

USAR unit personnel indicated a higher occupational level, with some 43
percent indicating managerial or white-collar occupation, as compared with
22 percent of ARNG personnel. The same kind of differences in occupation-
al level were evident in the November survey.

Al4—Employment Status. There were no significant differences be-

t.ween ARNG and USAR unit respondents respecting present employment status.
As noted earlier, a high proportion of these respondents are full-time
students. The proportion of unemployed is higher than in the November
survey, with some 9 percent indicating that they were unemployed in this
survey as compared with 1 percent in the earlier survey.

Al5—Assigned as Technician to RC Unit. 8ix of the respondents

indicated that they were assigned as technicians to RC units. In the
survey of sixth-year personnel this portion was not used in the sample
analyzed, but they have not been excluded from this current sample.

Al6—Present Annual Income Excluding Military Pay. The income

levels of the obligors in their first year is considerably less than that
of sixth-year personnel, as could be expected. While it appears that
there are differences between ARNG and USAR unit personnel with respect
to income level (a difference roughly of $600 to $700 annually), with

the USAR personnel having a higher income level, the differences are not
statistically significant.

Al7—Estimate of Value of RC Pay and Benefits. There is no signif-

icant difference between the two groups with respect to their perception
of the monetary value of military pay and benefits, although Guard esti-
mates are somewhat higher (which is in keeping with the higher grades of
the ARNG respondents). The average amounts estimated are somewhat less
than those estimated by the men who had been in the RC for 5 years, a
result also which might be expected, since the older men have higher
rank and more longevity.

A18&—Family Income. This item is not very meaningful, inasmuch as

a small proportion of the respondents had families they were supporting.
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Some respondents also may have misinterpreted the question and, if living
with parents, shown their parent family income level.

Al19—Religious Preference. There are no differences between the

two groups with respect to religious preference. There is a suggestion
that the percentage of Protestants has declined from the survey of sixth-
year personnel and that the proportion of Roman Catholics is slightly
higher. There also seems to be a higher proportion of individuals who
claim no denominational preference, which is in agreement with national
trends in this regard among the younger persons especially.

A20—Race. There are no differences between the two groups respect-
ing race. Again, as in the survey of sixth-year men, the percentage of
Negroes in ARNG and USAR units is only 1 to 2 percent, much less than
their proportion in the population generally.

A23—Type of Community in Which Now Living. Items A2]1 and A22 are

not commented on inasmuch as the younger individuals in this sample have
moved very little and generally have remained in the area indicated in
A23 and A24, The difference between the two groups in item A23 is not
quite statistically significant, yet marked trends noted in the first
survey are again apparent. That is, 50 percent of the respondents in
ARNG units live in farm or small-town environments, as contrasted with
35 percent of the USAR unit respondents. A higher proportion of USAR
unit respondents live in suburbs.

A2h—~Region of US in Which Now Living. There is a significant dif-

ference between the two groups with respect to the area of the nation in
which respondents now claim residence. A higher proportion of USAR unit
respondents come from the East North Central, West North Central, and

the Pacific states, and a lower proportion are from the New England,

East South Central, and West South Central areas. These differences
between the two groups are significant. Some of these same differences
were evident in the first survey: +the proportions in New England were
essentially the same as befofe, the proportions in the West North Central
vary in opposite directions. The reason for such variation cannot be
accounted for.

Satisfaction and Importance of Various Aspects of RC Service

Part B of the survey instrument lists nine different aspects of RC

service. The respondent indicated on a T7-point scale the degree of his
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satisfaction with each aspect of service—I1 being least satisfying, 7
most satisfying, and 4 being the midpoint of the scale. After judging
satisfaction with each item, the respondent indicated the relative impor-
tance of each by ranking them in importance—1 being most important and
9 least important. The mean of the satisfaction and importance wvalues
are shown in Table 1-19.

In contrasting respondents from ARNG and USAR units, it will be
noted that in all respects ARNG personnel are more satisfied with RC ser-
vice than are USAR unit personnel. In six of nine items, the differences
between them are statistically significant; only B8, employer's attitude,
B5, effect of RC on family life, and B7, effect of RC on vacation time,
are not significantly higher for ARNG respondents. The order of greatest
satisfaction by personnel in their first year as compared with those in
their sixth year 1s not essentially different. Most satisfaction for the
older and the younger is with B2, personal associations, and B8, employer's
attitude.

Three of the mean importance rankings are significantly different
between the ARNG and USAR unit respondents: Bl, assigned duties, B7,
effect of RC on vacation time, and B6, effect of RC duty on free time.
Duty assignment is more important for ARNG personnel, and effect on free
time and vacation time is more important for USAR unit personnel. As was
true with satisfaction scores, the importance rankings are in generally
the same order as they were for the sixth-year men, with economic benefits
and the effect of RC duty on family and free time ranking most important.

The contrast between the first- and sixth-year men (ARNG and USAR
combined) with respect to the importance and satisfaction scores is
shown graphically in Fig. 1-U4, adding first-year results to those for
the older reservists. The results are generally the same, but with
greater satisfaction with the RC expressed by the younger men. (It was
also found that inclination toward reenlistment in the RC 1s somewhat
greater than for the sixth-year men.)

Motivation for RC Service

In Part C of the survey respondents were asked two questions about
their motivation for service with RC. The first, Cl, dealt with the

probability that the respondent would have enlisted in the ARNG or USAR
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Table 1-19

MEAN SATTISFACTION AND IMPORTANCE VALUES FOR RC SERVICE

(Part B — Survey of First-Year Personnel)

ARNG USAR
Ttem M | sD M | SD
Satisfaction Scores
B2 - Personal associations in unit 5.4 1.L45 4.5 1.532
B8 - Employer's attitude toward RC 4.8 1.71 4L 1.80
Bl - Assigned duties b4 1.56 3.4 1.61%
B6 - Effect of RC on free time 4.3 1.8 3.7 1.832
B3 - Economic benefits 3.9 1.78 3.1 1.472
Bl - Acceptance of RC in community 3.9  1.58 3.1 1.56%
B5 - Effect of RC on family life 3.8 1.75 3.4 1.46
BT - Effect of RC on vacation 3.7 1.90 3.5 1.79
B9 - Transfer of skills 3.7  1.83 3.0 1.902
Importance Ranking
B3 - Economic benefits 3.8 2.54 3.9 2.44
B5 - Effect of RC on family life 4.1 2.30 3.6 2.39
B6 - Effect of RC on free time 4.3 2.22 0] 2.13%
B2 - Personal associations in unit 4.5 2.38 b7 2.40
B9 - Transfer of skills 5.3 2.79 5.7 2.66
Bl - Assigned duties 5.3 2.43 6.0 2.362
BT - Effect of RC on vacation 5.5  2.33 4.8 2.31%
B8 - Employer's attitude toward RC 5.6 2.34 5.5 2.35
B4 - Acceptance of RC in community 5.9 2.27 6.2 2.43

scores.

M=mean satisfaction, SD=standard deviation

aStatistically significant difference at 5 percent level in mean
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had there been no military draft. The second question, C2, asked the
respondent to assess the probability of his reenlistment in the ARNG or
USAR when his tour of obligated service was over. As in the previous
survey, the final question of the survey, F8, asked the respondent to
answer the same question, C2, concerning the probability of his reenlist-
ment in the ARNG or USAR, but expressing an answer on a 5-alternative
scale rather than a probability scale. A relation was drawn for the
sixth-year men between the 5-alternative scale and the ll-alternative
probability scale, the purpose being to describe in word terms the mean-
ing of the probability scale in quantitative terms.

The distribution of responses for ARNG and USAR personnel to ques-
tions Cl and C2, as well as the distribution of responses to question
F8, are shown in Tables 1-20 and 1-21 respectively. It is seen that the
probability of original enlistment in the ARNG and USAR units is about
0.16 across groups. The ARNG shows a mean probability of enlistment of
0.21 and the USAR unit respondents a value of 0.12. These values are
somewhat higher than the responses to draft motivation question FlL,
which will be discussed later, but which asks the probability of entry
into military service of any kind had there been no draft.

Question C2 asked for an estimation of the probability of reenlist-
ment in the RC at the end of the obligated tour. The values here average
0.27 for ARNG and 0.18 for USAR, values that are somewhat higher than
those expressed by personnel in their sixth year. The younger persons
are more favorably inclined toward continued association with the RC.

In Fig. 1-5, the same relation shown for the sixth-year responses
demonstrating similarities and differences between the two kinds of
scales is compared with the first-year responses. The results for obli-
gors in their sixth year are shown as the solid upright bars, with an
X marking the general center of the bar, and the curve fitted by inspec-
tion showing the line of best fit. The dashed lines with circles in
them represent the values for the first-year respondents. As can be seen,
the results from persohnel in their first year are nearly the same as
those for personnel in their sixth year. The best fit for the two sets

of data appears to be an ogive, as fitted by inspection.
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Table 1-20

PERCENTAGE DISTRIBUTION OF RESPONSES TO PROBABILITY OF ENLISTMENT
AND REENLISTMENT WITHOUT ADDITIONAL INCENTIVES

(Items Cl and C2 — Survey of First-Year Personnel)

c1% ceb
Probability ARNG | USAR ARNG [ USAR
0 51 72 36 L6
10 10 6 10 16
20 . 3 b 10 9
30 12 L 6 9
Lo 5 2 5 2
50 5 6 20 10
60 1 1 3 1
70 Y 2 3 i
80 2 2 2 2
90 - 1 2 2
100 5 2 2 =
Mean .21 A2 27 .18
SD 2.91 2.39 2.77 2.36
Chi-square = 15.70, 4f - 10; NS Chi-square = 13.22, 4f - 10; NS

aProbability of enlistment without draft.
bProbability of reenlistment

Table 1-21
PERCENTAGE DISTRIBUTION OF RESPONSES TO 5-ALTERNATIVE ENLISTMENT QUESTION

(Question F8 - Survey of First-Year Personnel)

Reserve Component

Reenlistment intention ARNG | USAR

1l - Definitely will not 20 30

2 - Probably will not 25 29

3 - Not sure 37 30

4 - Probably will 1h4 . 8

5 - Definitely will 3 2
Mean 2.6 2.2
5D 1.06 1.0k

Chi-square = 5.33, df - 4; NS
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Economic Incentives toward Enlistment in RC

The estimated effect of each of the 11 different economic incentives
that might have induced an individual to enlist had there been no mili-
tary draft is shown in Table 1-22. The mean probability values for ARNG
and USAR unit respondents are broken out into those respondents who had
12 months or less of service and those who had more than 12 months. The
numbers in the groups having more than 12 months of service are rather
small, and less reliance can be placed upon them. It is seen that in
general the probability of enlistment for ARNG personnel is somewhat
higher than it is for USAR unit personnel. The standard deviations for
most of these mean probability figures range between 2.5 and 3.5, so that
even though the differences between the two different periods of length
of service appear to be rather large, the differences are seldom statis-
tically significant. It will be noted that those personnel in ARNG units
who have been in more than 12 months appear to be more inclined toward
enlistment in the ARNG than those who have been in 12 months-or less.
Conversely, however, for the USAR unit personnel, those who have been in
more than 12 months are less inclined toward enlistment. There is little
explanation why ARNG personnel should be higher in their enlistment in-.
clination and USAR unit personnel lower. Combined date for ARNG and
USAR are probably the best estimates of enlistment potential for each of
the various incentives.

The same caution should be observed respecting the interpretation
of the mean probability values as being the true mean probability, as was
noted for the sixth-year personnel; that is, there is a strong possibility
of respondent constant error in estimate of enlistment or reenlistment
intention. In sixth-year data it was established that this constant error
amounts to about 0.08. There are no good data available which establish
the probability of original enlistment in the RC if there were no draft,
and it is difficult to determine Jjust how large the constant error might
be in this case. For lack of better evidence, it could be assumed that
the error is the same for enlistment of personnel in their first year as
was the error developed for reenlistment of personnel who had just com-

pleted their sixth year; that is, 0.08.
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However, that kind of error in estimate is not of great consequence
when one is dealing with the probable effect of the various economic in-
centives to enlistment or reenlistment if one uses a probability of enlist-
ment value which reflects the net gain associated with each incentive (net
gain is defined as the mean probability of enlistment for an incentive
minus the mean probability of enlistment with no incentive). Such mean
net gain values have been computed and are listed in Table 1-23. It is
seem that when the net gain figures are used, the differences between the
less-than- and more-than-12 months groups in both the ARNG and USAR gen-
erally disappear. The net gain values are those used in the cost effec-
tiveness and simulation models described in other parts of this report.

The various economic incentives have been arranged in Table 1-23 in
order of theilr presumed attractiveness to obligors in their first year
on the basis of the mean net gain in enlistment probability. It is seen
that there are differences between the order of attractiveness of the
various incentives for personnel in their first year as contrasted with
personnel in their sixth year (Table 1-1). Home loan guarantee rises
from third for the sixth-year men to first for the first-year men. Edu-
cational benefits rises from seventh to second, medical and dental bene-
fits falls from first to third, and the income tax exemption falls from
second to fourth.

The absolute magnitude of the net gain tends to increase also for
these first-year men, probably associated with the general, more favor-
able attitude toward the RC. Home loan guarantee could appear more
attractive to these younger persons because they are younger, are just
getting married, and are thinking about home purchase. Also educational
benefits are of greater interest to the younger members as they have
greater need for them at this point in time. Increased pay itself does
not appear to be very attractive, being lowest among all of the incen-

*
tives. In the previous survey it ranked fourth in importance.

*It should be noted that the bonus and the increased pay incentives
were not worded the same way in the two surveys—bonus was $600 for a
6-year enlistment instead of $500 for a 3-year reenlistment, and the pay
incentive required only that the respondent be aware of the pay increase
for lower ranking enlisted men; comparison of these two items in the sur-

veys may not be warranted. The question concerning BAQ did not appear in
the first survey.
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Noneconomic Incentives to Enlistment

In Part E of the survey the respondent was asked to choose from
among 14 different items listed the three that he thought most important
to him—that might have an effect on his attitude toward the RC. A sum-
l mary of responses for the ARNG and USAR is shown in Table 1-24. The
responses are organized in general order of their attractiveness to ARNG
and USAR personnel. The numbers show the proportion of respondents choos-
ing that particular item. For example, it is seen that 39 percent of
ARNG personnel and 54 percent of USAR unit personnel selected item E5,
which dealt with a relaxing of personal appearance and grooming standards.
Item E1, domestic action in the community, was generally second in attrac-
tiveness, followed by E3, utilization of skills, E6, advancement and pro-
motion oppdrtunity, and E7, concern for family. It will be noted that
in items E5 and E7 significant differences between categories are evi-
dent; USAR unit personnel are significantly more interested in relaxation
of grooming standards, and ARNG personnel are significantly more interested
in greater concern for the family by RC units.

The five items of greatest attractiveness are the same five items
that were chosen by ARNG and USAR unit personnel in the earlier survey;
Only their order has changed.

In referring back to Table 1-23, it is seen that the package of non-
economic inducements is generally as attractive or more attractive than
any of the single economic inducements. It is of interest to note that
these noneconomic, presumably low-cost incentives, can be just as effec-

tive in improving enlistment potential as a more costly economic incen-
tive.

Additional Questions

The estimated amount for a fair bonus, item Fl, is slightly less for
men in their first year of obligation. In the earlier survey the ARNG
and USAR personnel estimated a fair annual bonus somewhere between $57O
and $590 respectively. In this survey the amounts suggested by the ARNG
and USAR respectively were about $510 and $560. While the amounts sug-
gested in the first-year survey are less, they still are considerably

higher than the amount of bonus about which there is current speculation.
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Table 1-24

PROPORTIONa CHOOSING VARIOUS NONECONOMIC INCENTIVES AS BEING IMPORTANT
(Part E - Survey of First-Year Personnel)

Reserve Component

Ttem ARNG | USAR
E5 Personal appearance and grooming standards L2 .59b
El Domestic action in community .51 4o
E3 Utilization of skills .39 RISk
E6 Advancement and promotion .3k 4o
ET Concern for family .39 .2hb
Eb Social activities in unit 17 .18
E13 - Training and equipment .18 1L
E2 Public attitude toward RC b .13
E9 - Morale of unit .13 b
E10 - Fewer assemblies .12 .13
E1l - No MUTA Kol 11
E8 - Career counseling .09 .05
El12 - AT with Active Army .05 .02
ElL - More WAC in RC .03 .0k

aProportion adjusted to correct for nonresponse (respondents were
instructed to select 3 items out of the 14, correction was made to
correct for instances when less than 3 were selected).

bStatistically significant difference between response for ARNG

and USAR unit respondents.

1-63




Question F2 asked the respondent if he had ever been denied benefits
by his employer because of his ARNG or USAR membership or training partic-
ipation. In the previous survey about 15 percent had stated that they
thought they had been denied benefits. In this current survey an aver-
age of 19 percent indicated that they had lost something because of their
RC affiliation. )

Question F3 asked what the employer's leave policy was with respect
to RC annual active duty training. A much higher percentage in this sur-
vey are self-employed or unemployed—in fact, roughly 50 percent of the
respondenté. Of the remainder, about 20 percent indicated that the
employer did make a satisfactory adjustment so that the reservist suf-
fered no loss of income during his AT. Because of the lack of compara-
bility of the respondents in the two surveys respecting their employment
status, comparison of results on this question is not especially meaning-
ful.

Question Fh has been noted previously. It asked, "Had there been
no draft and you had not had any military obligation at the time you
first entered military service, do you think you would have entered the
service?" Results are shown in Table 1-25. In the previous survey from
12 to 15 percent indicated they definitely, or probably, would have
entered; in the current survey, 12 percent indicated.they definitely
would have, or probably would have, entered service. The results are
consistent. '

Question F5 sought to determine the primary reason for entry into
the ARNG or USAR. From 80 to 88 percent of the respondents indicated
that they entered either to avoid the draft or to fulfill their obliga-
tion at the time of their choice. These results are consistent with the
ARNG and USAR unit results from the previous survey.

Question F6 inquires as to whether or not the respondent would en-
courage his friends to enlist in the RC. The responses to this question
are shown in Table 1-26. It is seen that some 42 percent of the ARNG
unit personnel probably or definitely would encourage theilr friends to
join, and some 20 percent of the USAR unit personnel would do the same.
The results are somewhat more favorable toward the RC than for the sixth-

year men.
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Table 1-25

PERCENTAGE DISTRIBUTION OF RESPONSES —
PROBABILITY OF ORIGINAL ENLISTMENT ASSUMING NO DRAFT

(Question Fi — Survey of First-Year Personnel)

Reserve Component

Alternative ARNG | USAR
Yes, definitely would have 3 2
Yes, probably would have 10 T
No, probably would not have 38 32
No, definitely would not have 33 51
Have no idea what would have done 15 8

Chi-square = 8.06, df - 4; NS

Table 1-26

PERCENTAGE DISTRIBUTION OF RESPONSES —
ENCOURAGEMENT OF FRIENDS TO JOIN RC

(Question F6 — Survey of First-Year Personnel)

Would you encourage Reserve Component
friends to join RC? ARNG | USAR

Definitely would not 11 32

Probably would not 29 25

Not sure 19 23

Probably would 31 12

Definitely would 11 8

Chi-square = 20.95, df - 4; p <€0.01
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To sum up, the principal differences between the first- and sixth-
year respondents appear to be associated with age differences. The
younger men have greater interest in home loans and educational benefits,
things associated with their youthful needs. They have greater apparent
satisfaction with their RC duty, which is reflected in satisfaction scale
values and expressed probability of reenlistment in the RC. Respondents
in both surveys indicate that changes in the RC that would not ostensibly
cost anything to implement can be nearly as great inducement to RC ser-

vice as would economic incentives.

ATTITUDE OF ACTIVE ARMY PERSONNEL TOWARD POTENTIAL INCENTIVES

A survey was administered to servicemen of all ranks, private (E-1)
to colonel (0-6), during the December 1971-February 1972 time period at
six of the CONUS posts participating in the VOLAR experiment.* Two
questions relating to the possibility of Active Army personnel enlisting
in the RC were asked of respondents. Question 21 of the survey instru-
ment (see Annex Bl) asked "If you are not planning to reenlist or extend
in the Active Army, would you be likely to join the Reserve Components
(Army National Guard or Army Reserve)." The individual responded to oneé
of the five alternatives ranging from "definitely would not join RC" to
"definitely would join RC." The responses to this question are shown in
Table 1-27. Only responses of the enlisted men are comparable to the
persons surveyed in either of the two surveys reported in this RC study.

The responses of the grades E-1 to E-3 end grades E-L4 and E-5 groups
are most closely related. It should be noted that from 5 to 21 percent
of the grades E-1 to E-3 group (alternatives 4 and 5) or from 8 to 22
percent of the grades E-L4 and E-5 group indicated some likelihood of
entering a RC unit. Current rates of entry of individuals from active
service into the RC have varied widely in response to policy changes;
that is, entry into a RC unit was very popular when associated with the
early-out provision for release from active service (relief from AD for
up to 179 days if one would agree to enlist in a RC unit for a year or

longer). The results furnished in Table 1-27 demonstrate a significant

¥
R. W. Rae, "Evaluation of the Modern Volunteer Army (MVA) Program,
Appendix B: Analysis of RAC MVA Survey Responses," RAC Draft, June 1972.
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potential for Active Army personnel to join RC units. It is especially
important that such personnel be attracted to RC units because of the low
costs involved—the individuals are already trained and further training
costs for them would be minimal.

Question 22 sought to learn the acceptability of ways to attract
more people into the RC: "Which three of the following might do the most
to influence people to join the RC (Army National Guard or Army Reserve)?"
Twelve different suggestions were then made. The response to this ques-
tion is shown in Table 1-28. Again attention should focus upon the en-
listed ranks, with special attention to the E-3 to E-5 group. It is seen
that economic benefits are highest in attractiveness, with educational
benefits next in order. Then five different items are grouped fairly
closely: better utilization of skills in the RC, provisions for career
planning, shorter term of enlistment in the RC, greater concern for the
family of RC members, and more training time spent on community problems.

It is of interest to note that the ordering of these particular
items 1s quite different from that for the respondents in the RC surveys,
which represent the first- or sixth-year REP, It will be recalled from
Tables 1-10 and 1-24 that domestic action in the community, relaxation
of grooming standards, better utilization of skills, concern for family,
and advancement opportunity stood highest for the REP personnel, For
the Active Army personnel, however, economic benefits and educational
benefits stand higher than all of these, and training time on community
problems and relaxation of grooming standards are low in the order of
preferences. These findings suggest that there may be differences in
motivations among the Active Army and RC populations that are essentially
similar in grade and age level, It is expected that the Active Army
population is considerably lower in socioeconomic and educational levels
than are the RC personnel surveyed in this study. These results point
up the need to consider very seriously the target group when one is devel-
oping information and material intended to induce enlistment in the RC;
that is, for those personnel in the Active Army, greater concern and
emphasis should be given to the economic benefits of RC duty, the asso-
ciated educational benefits, and better utilization of skills already

learned in advancing them in a RC career. For the REP personnel completing
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the 6-year obligated tour, service to the community and relaxation of

grooming standards have precedence.
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B. ANALYSIS OF PROPOSALS

INTRODUCTION

This section discusses each proposal or program selected in Phase I
for detailed analysis individually and evaluates each to determine the
results that can be expected from implementation of the proposal, the
impact, if any, that implementation would have on Active Army procure-
ment and retention, the net costs (one-time and annual) of the proposal,
the cost effectiveness of the proposal, requirements for new legislation,
and the political and social implications, if any. The proposals are
discussed in the following format.

The RC Proposal

The definition includes a statement of the proposal and its wording
in the RAC survey, if pertinent.

Survey Results

Survey results gives a brief summary of the RAC Sixth-Year Person-
nel Survey findings related to this proposal. Detailed analysis will
be found in the text and tables of Chap. 1, Sec A.

Survey results are expressed both as estimated reenlistment rates
and as net gains or improvement in reenlistment rates if a particular
proposal were in effect. The latter is a figure derived by subtracting
the mean reenlistment rate without the effect of the proposal from the
rate with the proposal, hence the use of the term "improvement in reen-
listment" or net gain in reenlistment.

Status in the Active Army

The status in the Active Army deals with the prevailing practice

in the area of each proposal as it related to AD personnel.
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Impact of the RC Proposal on the Active Army

Some general conditions pertain to the impact of any proposal on
the Active Army:

(a) Common to all those proposals that encompass some cost factor
is the recognition that, over and above the direct cost of the proposal
to the DA, the proposal probably impacts on the Active Army by virtue of
reducing the Active Army budget to make necessary funds aveilable for
approved RC proposals. Although such reduction is not inevitable, it
usually happens.

(b) Quite aside from incentives to improve recruitment and retention
in the RC, it is important to recognize that if the One-Army concept is
to be more than just a concept, reservists expect that benefits given to
the Active Army should be extended to the RC, at least in proportion to
the time they spend soldiering. Many reservists consider this a matter
of equity rather than of incentive although, of course, the extension of
such benefits to the RC becomes an incentive, both for recruitment and
retention.

(c) Surveys have indicated that the civilian male population of pri-
mary military enlistment age (17 to 26) consists of a spectrum of poten-
tial for enlistment in the Army ranging from complete antipathy toward
military service to a positive determination to enlist in the Active
Army. In between the qktremes of this spectrum is a portion in which
individuals evidence various degrees of propensity to enlisting in the
RC. Service in the RC is unique in that it affords an individual the
opportunity to be both soldier and civilian essentially at the same time.

The factors which influence a civilian to join the RC are not only
many and diverse but are inconstant. The statement of the Secretary of
Def‘ense9 in August 1970 regarding his intent to use the ARNG and USAR,
and to strengthen them as opposed to the previous policy of depending
on larger draft calls, will undoubtedly deter some potential recruits
from joining the RC while attracting others.

There is no clear evidence that the group of individuals who have a
propensity to serve in the Active Army is a distinctly different group
from the one consisting of individuals with a propensity to serve in the

RC. However the very nature of the civilian/military dichotomy of RC
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service tends to indicate that the RC do not generally tap the same
market as does the Active Army. Those who opt for service in the Active
Army have decided to make the Army their life's work or have decided to
try it pending that decision, or have decided that the Army will be their
full-time work at least for the number of years for which they enlisted.
Those who join the RC, on the other hand, are dedicated to being civilians
with their life's work being in the civilian world. To these people the
Army is a part-time job or an avocation. These soldiers are civilians.
Notwithstanding the foregoing, it is recognized that given enough of an
incentive or impetus the population can be induced to change its prefer-
ence. Assuming that this spectrum thesis is correct, then increases in
first-term enlistments in the RC could be obtained from either those
civilians somewhat undecided between civilian life and RC service, or
from those undecided between Active Army service and RC service. With
respect to determining the impact on the Active Army of implementing
incentives for joining the RC, it appears that the concern should be
primarily with this latter group. Because of differences in propensity
to military service between those inclined toward RC and those inclined
toward Active Army service, this group should be small relative to those
groups who are undecided between civilian life and RC service, and be-
tween civilian life and Active Army service. Thus unless an incentive
to join the RC is particularly out of balance with what is offered by
the Active Army or unless an incentive forcibly relates one to the other
(e.g., reserve obligation clause in Active Army contracts), the effect
on the Active Army of most incentives to join the RC would be minimal.
Status in the RC

Status in the RC treats prevailing practice and authority relating
to each proposal as it applies to persomnel in paid drill units. 1In
some cases there is a difference in coverage between the ARNG units and
the USAR units.

Net Cost and Cost Effectiveness

The paragraph on net cost and cost effectiveness states, when avail-
able, the cost per enlisted man (mandated strength), the annual cumula-
tive cost, and the cost effectiveness ranking (based on the RAC survey

of sixth year personnel) of each proposal. Thirteen different proposals

1-73




or combinations of proposals were so ranked. The detailed cost deriva-
tion and analysis are found in Task 1, Sec C, Cost Analysis of Incentive
Proposals.

Legislation Required

Legislative status of each proposal is discussed. In some cases
Congress or DOD has draft legislation ready for action; in other cases
appropriations would be required. Many proposals need no additional
legislation but may require Army policy or regulation changes. In some
instances, present policy needs only increased emphasis. In a few areas
legislation may not be required, but the area is so politically sensi-
tive as to warrant Congressional approval before proceeding.

Political and Social Implications

Political and social implications inherent in the implementation
are discussed in the final section. The present period is one of socio-
logical change, and analysis in this area reaching into the late 1970's
can be only generally predictive.

The following proposals are discussed in the following order:

Proposal Page.
Increased pay 1-76
Reenlistment bonus ' 1-81
No loss of income during annual training 1-85
Educational benefits 1-88
Servicemen's Group Life Insurance 1-92
Retirement benefits 1-96
Medical and dental benefits 1-100
Home loans 1-108
Proficiency pay 1-110
Federal income tax exemptions 1-113
Community domestic action programs 1-115
Image ' 1-119
Utilization of skills 1-123
Extra-military activities involving families 1-126

Freedom in personal appearance 1-128




Improved opportunity for advancement

Accept greater responsibility for families
Career counseling program

More effective leadership

Changes in assembly and annual training policy
Integration into Active Army units

Improved Training

Increased number of WAC in the RC
Adjustment of benefits and obligations—IRR
Increased recruiting from Active Army
Reserve Component information program
Standby draft for RC

Reserve Component enlistment options
Enlistment bonus

Post exchange and commissary privileges
Winter annual training

Reserve service obligation clause

1-131
1-136
1-1ko
1-142
1-145
1-148
1-150
1-153
1-156
1-158
1-160
1-162
1-167
1-170
1-173
1-177
1-179

1-75




INCREASED PAY
The RC Proposal

Increase drill and AT pay by 50 percent

In the survey instrument this was stated as, "Suppose your pay for
scheduled meetings and annual training were increased by as much as 50
percent. Considering only this item, what would be the likelihood that
you would reenlist in the Guard or Reserve?"

Survey Results

The RAC November survey indicated that as a result of the pay raise,
net increases in reenlistment of 24 and 20 percent could be predicted for
ARNG and USAR unit personnel, respectively. This incentive ranked fourth
in attractiveness to personnel in units, but ranked among the lowest in
attractiveness to those in the Control Groups and the Stby (understand-
ably so as the latter two receive no pay unless called to AD).

Status in the Active Army

In mid-November 1971 all military personnel received a military com-
pensation raise,lo although most career personnel received only an increase
in their quarters allowances. First-term enlisted personnel averaged a
61.2 percent raise in basic pay, while first-term officers averaged 9.0
percent.ll In January 1972 there was an additional across-the-board 7.2
percent increase in basic pay.l2 Existing law provides that military pay
shall be raised an equivalent amount every time Civil Service pay is
raised. The 1970 law provides that Civil Service pay will be adjusted
each October 1 so thig Federal pay will be kept comparable with the pay

in private industry. Under this concept another automatic adjustment
for Civil Service pay would be due 1 Oct 72. However, this is further
complicated by the president's anti-inflation program and an attempt to
hold down the Federal budget.

Impact of the RC Proposal on the Active Army

If the RC receilve a pay increase and the Active Army does not, there
could well be a serious, adverse impact on the morale of the Active Army.
It can be argued that the reservist now draws 1 day's pay for a U4-hour
unit training assembly (UTA) and can draw 2 days' pay for multiple unit
training assembly-2 (MUTA-2), which in reality is usually completed in
one 8-hour day. On the other hand, the reservist does not receive all
the Active Army benefits and allowances for his inactive duty training
(1DT).
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Status in the RC

14

Provisions for payment of RC personnel are contained in AR 37-125,
AR 37-104-2,%° oR 58, and NGB Pam 58-1.17
same as those most recently authorized by Congress for the Armed Forces.

Net Cost and Cost Effectiveness

The basic rates are the

The annual net cost of a 50 percent pay raise would be $430.LO per
enlisted man for the ARNG and $417.73 per enlisted man for the USAR. The
incremental cost per year for this incentive would be $159.9 million to
the ARNG and $93.9 million to the USAR.

The 50 percent pay increase ranks eleventh (of 13) in cost effective-
ness for each component

legislation Required

Iegislation is required for any increase in basic pay. Major legis-
lation in this area was enacted on 28 Sep 71 as part of PL 92-129.10 ;
The provisions of this bill were not effective until November 1971 when
the inflation control of the wage-price freeze was lifted. The amounts
set forth in this bill as rates of monthly basic pay have been augmented
by cost-of-living increases.12 In the lower enlisted and officer grades,
salaries are now felt to be comparable to,and in more equitable competition
with, nonmilitary remuneration. Additional legislation in this area is
not felt to be needed at this time nor has it been requested by DOD.
Analysis is underway to evaluate the attractiveness of the present rates
in regard to procurement and retention and it is not likely that further

legislation in this area will be requested before such analysis is complete.

Political and Social Implications

Typical average pay for a guardsman attending 48 drill periods
and 2 weeks' AT—to include quarters allowance for personnel with depen-
dents—is shown in Table 1-29.

The very large majority of the sampled population were E-U's and
E-5's, and of these a high proportion makes $10,000 or less per year, as
shown in Table 1-30.
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Table 1-29

TYPICAL AVERAGE PAYl

(Dollars)

Pay grade Years of service Daily pay Monthly pay Annual paya
E-3 1-2 $ 11.12 $ LL.L8 $ 753.06
E-U 3-L 12.91 51.64 874 .08
E-5 5-6 1k.31 57.2k 972.03
E-6 6-8 16.81 67.24 1134.03

%ncludes basic allowance for quarters.

Table 1-30

SAIARY IEVEL FOR GRADES E-4 AND E-5

Percent of sample

Percent with annual earnings

Personnel population of $10,000 or less
ARNG unit 85 6l
USAR unit 78 51
ATCG 93 79
RCG 93 87
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For the majority of the sampled population, typical average pay for
annual reserve duty is over 8 percent of annual civilian pay. It would
seem that this point should be highlighted in advertising. And with in-
crease in rank to E-6, this ratio of reserve-to-civilian pay increases
to over 11 percent. The Gilbert Youth Survey19 (of civilian youth) con-
ducted in May 1971 listed insufficient pay as one of the main deterrents
to joining the RC.

Monetarily it would appear to be more attractive to hold a second
job rather than choose reserve duty. This is illustrated by a Special
Labor Force Reportzo which indicated that those holding second jobs in
May 1971 (and virtually unchanged from May 1969, 1970 data) averaged
$30 per week; 25 percent averaged under $20 per week. However, those
holding second jobs represented only 5.1 percent of all employed workers;
and in some locales the monetary benefits of reserve service could be
more attractive than benefits which might accrue from part-time work.

The wide publicity and the magnitude of the November 1971 pay raise
have attracted great interest in the Congress and within OSD. The
interest can be summed up by the question "what happened as a result of
the pay raise?” The Army should be prepared to answer. Our survey
results indicated that as a result of the pay raise, reenlistment rates
of 43 and 35 percent could be expected in the ARNG and USAR units, re-
spectively.

Increased basic pay rates make a unit more of an economic asset to
the community in which it is located. This is true even though few in-
dividuals are involved. An article published in the Flemingsburg, Ky.,

Times-Democrat and quoted in The Army Reserve Magazine21 illustrates this

point very well. Second Lieutenant Rick Litton, author of the article,
states that a company of only 30 members meeting in Flemingsburg has an
annual payroll of $19,795.73. '"This means that the men of Co B have an
average of $660 extra to spend on goods and services, supplemental income
that is mostly spent in the Fleming County area." In addition to this,
the local USAR unit averages $783.80 per year for groceries (locally
purchased), $4284 per year for rent and janitorial services, and $720 per
year for laundry service. This means that annual expenditure on goods

and services attributed to the local USAR unit for these items alone is
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$25,583.90. The author concludes, "The local Army Reserve center can be

considered a small business which is a vital part of the economy and
security of Flemingsburg." Congressmen are alert to the impact on the
economy of their districts of large, active military installations. They
should also be apprised of the impact of the RC units which may be pro-
portionally as great on a small community as the major installation on
the state. This is a source of community income which, for the most
part, remains unaffected by other changes in the economic climate. In
areas which may be subject to fluctuation in unemployment this 1s of great
stabilizing value.

Of possible significance in the decades ahead is the incipient
4-day work week. The 4-day work week has had the effect of increasing
the number of persons who hold two different jobs. When viewed as a
possible part-time job, any increase in pay rates makes RC service more
attractive in competition with other part-time jobs. Reserve Components
service possesses an attribute almost unique in the field of part-time
jobs. It is one of the very few part-time jobs in which it is possible
to advance 1in salary and grade. Most part-time Jobs are static in this
respect. For example, a part-time salesman will make the same hourly
wage after 6 years as after 1 year, if effects of inflation are dis-

counted. Few part-time jobs offer any opportunity for promotion.




REENLISTMENT BONUS
The RC Proposal

Pay a bonus of up to $500 for a 3-year reenlistment in a RC unit.

As given in the survey instrument, '"Suppose you were to receive a
bonus for reenlistment of up to $500 for a three-year reenlistment in a
Guard or Reserve unit." The same question was asked of those persons
who were in units as well as those who were in the IRR. The value of
$500 was suggested in Incl 1 to the Selected Analysis study;22 That
inclosure suggests a $500 bonus for a 3-year reenlistment and $100 for a
l-year reenlistment. The second aspect was not included in the survey
statement, however.

Survey Results

Survey responses indicated a net potential reenlistment increment
ranging from 10 to 13 percent as a consequence of such a bonus. This
proposed incentive ranked eighth in attractiveness for ARNG and USAR unit
respondents and lowest among the 10 economic inducements for the Control
Group respondents.

In gquestion F1 of the survey of sixth-year personnel, the respondent
made an estimate of his concept of a fair annual bonus for the RC. The
modal estimates were for a bonus of from $5OO to $75O for 1 year—which
helps account for the low value accorded the $500 3-year bonus proposed.

Status in the Active Army

The Active Army pays a reenlistment bonus equal to the soldier's
monthly basic pay times the number of years for which he reenlists, plus
a variable reenlistment bonus (VRB) based on the requirement for certain
critical MOSs up to a combined total not to exceed $lO,OOO.2
TImpact of RC Proposal on Active Army

As we have stated, we believe generally that the civilians who have
a propensity toward RC service are a different type from those with a
propensity toward Active Army service. Moreover, if one were weighing
the pros and cons of eplisting in the RC vs the Active Army, it is highly
unlikely that he would be looking ahead to future terms of enlistment
to compare reenlistment bonuses and that his decision would be based on
these. It is thus unlikely that the RC reenlistment bonus proposal would

impact at all on the Active Army from this direction.
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If a man is already in the Active Army and approaching his ETS, it
is conceivable (albeit unlikely) that he will consider reenlistment in
the Active Army vs enlistment in the RC. The implications of this compar-
ison are discussed under the proposed RC enlistment bonus. The possibility
that the soldier will look ahead to successive tours of duty in the RC
and thus be influenced by this relatively small reenlistment bonus is so
low as not to warrant serious consideration. This is especially true if
the soldier has a critical MOS and qualifies for a VRB in the Active
Army.

If a man is a reservist approaching his ETS in the RC, he may con-
sider reenlistment in the RC vs enlistment in the Active Army. Again,
this is essentially a question of remaining a civilian or becoming a
full-time soldier. Tt is extremely doubtful that the final decision in
such a case will hinge on a $500 bonus (for a 3-year enlistment). If he
has a satisfactory civilian occupation, he will probably remain a
civilian. If he likes military life and is seeking employment, he may
join the Active Army. Thus the RC proposal will affect primarily those
reservists who are undecided between reenlisting as a civilian with
part-time military duties and becoming a full-time civilian. The impact
on the Active Army is considered to be minimal at most.

Status in the RC

At present there is no reenlistment bonus available to all RC
personnel.

Some states pay a reenlistment bonus to members of the ARNG. For
example a guardsman in Alaska may receive up to $2800 as a reenlistment
bonus.

Net Cost and Cost Effectiveness

The net cost of the $500 bonus for reenlistment is $6.08 per enlisted
man for the ARNG and $5.45 for the USAR. The annual incremental costs
are $2.3 million to the ARNG and $1.2 million to the USAR.

The cost effectiveness ranking of this incentive is seventh (of 13)

for both components.

Legislation Required

Legislation would be required and has been requested in order to
initiate a reenlistment bonus for the RC. With the backing of 0SD, S 1’4703

and HR 6051L+ were introduced in the first session of the 924 Congress
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and referred to the Committee on Armed Services. These are bills "To
amend Title 37 US Code to provide an incentive plan for participation in
the Ready Reserve." Applicable to all DOD Reserves and the Coast Guard,
these bills, under the section Special pay, recommend: "(1) $1,000 upon
reenlistment or extension of his enlistment; {(2) $200 upon completing
each year, under that reenlistment or extension of satisfactory partici-
pating in the program prescribed for his Reserve assignment, as determined
by the Secretary concerned." Available only through 20 years of service
as computed under Title 10, USC, Sec 1332,2 this special pay is avail-
able to an enlisted member of a RC who: |

(1) has completed a total of at least two years of active
duty, or a total of at least six years of service, in one
or more of the armed services;

(2) is accepted for enlistment, reenlistment, or extension
of enlistment in a Reserve component, in a pay grade above
E-2, for a period of at least three years; and

(3) agrees to remain in the Ready Reserve for a corres-
ponding period and to perform such drills or other duty

as may be prescribed.3:
This legislation has been reported on favorably. The Office of Management
and Budget (OMB) advises that, from the standpoint of the Administration
program, there is no objection to presentation of this proposal for the
consideration of the Committee.

The DOD, while in agreement with the purpose of the bill, questions
whether S 1470/HR 6051 will achieve this purpose for the following
reasons:23

(a) Tt is considered that an incentive plan should provide special
pay in variable rather than fixed amounts.

(b) Authority should be provided to order a member who has received
such special pay to a period of AD for unsatisfactory performance and
progress.

(¢) The minimum period of enlistment or reenlistment should be re-
duced to 1 year, with a graduated pay scale for longer periods.

(d) Eligibility should be limited to persons who affiliate with
units of the Selected Reserve in a drill pay status.

(e) Provision should be made for collection of refunds from those
members who will not or cannot perform satisfactorily for the period of

enlistment.
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(f) Because of the interaction of enlistments and reenlistments,
it is considered desirable to incorporate a nonprior-service (NPS) enlist-
ment bonus within the same proposal as the special pay reenlistment.

The DOD recommends amending S 1470/HR 6051 in regards to reenlistment
as follows:

(a) Authorize special pay to enlisted members in the grade of E-3
and above who have served on AD (other than training) for at least 2
years for enlistment or reenlistment in the Selected Reserves.

(b) The amount of special pay would be limited to a total of $2200
for a 6-year enlistment for a person possessing a critical skill, $1100
for a person not possessing a critical skill, with lesser amounts for
shorter periods.

The maximum total payable to one person under this bill would be
$3300.

Social and Political Implications

This incentive squarely addresses the problem of first-term reenlist-
ment. The actual drawing point of this incentive is yet to be determined
but should be tracked by CORC. The actual amount of the bonus has varied
as proposed budget levels have varied, and in this way can be considered
a political issue.

This type of incentive would be a first for RC personnel, and it has
been endorsed by high level study groups (e.g., GEN Mark Clark's pza.nel,zlL
1967), by private organizations such as the American ILegion, National
Guard and Reserve Officers Associations, by 0SD, and by the Congress.
There will be much Congressional and OSD interest in how this bonus is

administered and in the results achieved. The Army should be prepared
to measure the impact. Survey results, as noted above, indicated a net

potential reenlistment in ARNG/USAR units of 10 to 13 percent.
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NO LOSS OF INCOME DURING ANNUAL TRAINING
The RC Proposal

The Army would guarantee (either by legislative compulsion on the
employer or otherwise) that the reservist will not suffer any financial
loss during his AT solely by virtue of attending that training. Thus if
a reservist receives monthly pay from his employer of $1000 and his basic
pay plus allowances for his 2 weeks' AT amounts to $300, the Army would
guarantee the reservist (from some source) an additional $2OO for the
period, since $500 is the amount he would have earned if he had not
attended the AT period.

The statement as given in the survey was, "Suppose the Army were to
guarantee that you would suffer no loss of income during annual active
duty training; if the employer did not make up the difference between
your salary and your military pay so that you suffered no loss, the Army
would make up the difference." This question is somewhat related to
jtem 7 of Part B (What effect does your Guard or Reserve duty have on
your vacation time—do you have to sacrifice leave and vacation time
because of your Guard or Reserve obligation?) and item 8, Part B, (Is
your employer's attitude toward your Reserve Component obligation satis-
fying to you—does he understand your situation and take measures to
relieve any economic distress you might experience because of it?).

Early results indicate that respondents rate these two items as low
in importance to them—item 8 somewhat less important than item 7. Tt
was intentionally left ambiguous as to who might make up the difference
in pay. The point being made in the question was that the respondent
would suffer no economic loss, and it really should make no difference
to him who made up the difference. In the case of a respondent who was
self-employed, this might be viewed quite differently, however.

Survey Results

Among RC unit personnel this item ranked among the lowest in attrac-
tiveness (with a net reenlistment improvement of from 8 to 13 percent),
but ranked from fifth.to seventh for Control Group respondents. Similarly,
respondents in ARNG or USAR units expressed relatively low dissatisfaction
with the employer's attitude and did not place high importance on the

matter.
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Questions F2 and F3 of the survey included two items related to
the RC member's relationship with civilian employers, the same items
being part of the DOD 1969 survey of RC personnel. In question F2,
about 15 percent of persons in RC units indicated that they had, at some
time within the past 6 years, been in some way denied benefits because
of their RC affiliation. Responses to question F3 indicate that about
50 percent of those in ARNG and USAR units have employment where they
suffer no loss of leave time or income during AT. From 35 to 45 percent
indicate they must either take leave without pay or use vacation leave
for AT.

Status in the Active Army

Not applicable.
Impact of RC Proposal on Active Army

There is no way that this proposal could impact on the Active Army.
Status in the RC

At present there is no provision for making recompense to RC per-
sonnel for loss of income during AT.

Net Cost and Cost Effectiveness

The annual net cost per enlisted man to insure against loss of in-
come during AT is $28.32 for the ARNG and $36.76 for the USAR. The annual
incremental cost to the ARNG would be $10.5 million and $8.3 million to
the USAR.

The cost effectiveness ranking of this incentive is eighth (of 13)
for both components. '

Legislation Required

Legislation would be required to insure RC personnel against loss
of income during AT. This might take the form of a legal requirement
placed upon employers. There would remain the problem of reimbursement
for the self-employed. The second form legislation might take is govern-
ment reimbursement for loss of, or difference in, total income. This
would require inclusion in DOD appropriation legislation as well as
legislation directing correction of income inequities during AT.

No legislation has been drafted or is it requested by DOD at this

time.
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Political and Social Implications

Our survey results indicate that at present 50 percent of the
employers either allow 2 weeks' leave with pay, or pay the difference
between military and civilian pay for the 2 weeks. Fifteen percent of
the employers do not allow special leave at all, and the employee must
use regular vacation leave. Thirty-five percent of the employers allow
2 weeks' leave without pay. The Gilbert Youth Survey indicated that
"eivilian job conflict" with the RC requirement for 6-month ADT was a
major deterrent to joining a RC unit.l?

Tt would seem that any proposal which reimburses employers for RC
duty performed by their employees opens up a wide variety of political
and practical problems, apart from cost aspects. Fifty percent of the
employers already stand the costs either wholly or in part. A presenta-
tion made to the House Armed Service Committee by OASD (M&RA),2? in
July 1971, indicated an intent to seek the cooperation of employers in
encouraging ARNG and USAR participation. Hopefully this encouragement
would take the form of at least relaxing leave policies, to include some
degree of reimbursement. A vigorous public relations campaign, at the
highest governmental level, is indicated. 1In this regard the message of
the UK Minister of Defence26 in March 1971 to "leading employers through-

out the country" is noteworthy (see Phase I Report).27
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EDUCATIONAL BENEFITS
The RC Proposal

The Army provides to reservists educational benefits equivalent to
$500 for 3 years of additional RC service.

The survey question asked was, "'Suppose you were to receive educa-
tion benefits for Reserve Component service equivalent to $500 for
three years of Reserve Component service, benefits such as cancellation
of student loans for service in the domestic interests of the nation,
the ability to take Armed Forces Institute courses, monetary allowances
to offset education expenses, and so on." The Selected Analysis22 con-
cludes that an educational benefit is not a cost effective incentive.
There still remains the possibility, however, that education as a benefit
has a positive psychological connotation somewhat separated from the
dollar amount. The item in the survey was intended to get at that benefit
by equating the dollar value with the reenlistment bonus.

Survey Results

This incentive usually ranked seventh and eighth in attractiveness
across RC categories, having a net improvement in reenlistment potential
of from 13 to 15 percent. It is of interest to note that, while the
dollar value of the reenlistment bonus and the educational benefit is
the same, the educational benefit is perceived as being more attractive
by all RC categories sampled, other than the ARNG respondents, who per-
ceived the two as equivalent.

Status in the Active Army

The Active Army has in effect a Tuition Assistance Program supported
by appropriated funds which may be used to pay 75 percent of tuition
costs, or fees in lieu of tuition costs, for Army personnel attending
off-duty classes conducted by accredited civilian educational institu-
tions. Enlisted personnel whose ETS will occur prior to course completion
must sign a statement of intent to reenlist, and agree to refund the
amount of tuition assistance provided by the Govermment if reenlistment
is not accomplished for reasons within the control of the individual
concerned. There are several other educational programs available to
members of the Active Army, some of which are funded and controlled by

DOD [the General Educational Development Program and US Armed Forces
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Institute (USAFI)] and others funded and controlled by the VA [Public Law
(PL) 89-35828 and the Predischarge Education Program].
Impact of the RC Proposal on the Active Army

If a civilian is undecided between enlistment in the Active Army
and enlistment in a RC (we have already stated that this is an unlikely
dilemma), it is improbable that his decision will be based primarily on
educational benefits. However, if such benefits are important to him,
he would certainly be impelled toward enlistment in the Active Army in
spite of the proposed RC educational benefits. The proposed RC educa-
tional benefits do not compare favorably with those of the Active Army
in value or in diversification.

If a civilian is undecided between enlisting in the Active Army or
remaining a civilian, the Active Army educational benefits could exert
considerable influence on his decision but, of course, the existence or
nonexistence of RC benefits in this area would be immaterial. Conversely,
if a civilian is undecided between enlisting in a RC or remaining a full-
time civilian, the RC educational benefits may influence his decision
but, in any event, there could be no impact on the Active Army.

Status in the RC

At present RC personnel receive no educational benefits for RC
service such as those provided under the GI Bill nor are they eligible
for the Tuition Assistance Program. In rare cases civilian vocational
and trade schools or other recognized civilian educational institutions
may be used as an extension of USAR schools. In this case, personnel so
trained might acquire transferable educational credit as a result of RC
service,

Net Cost and Cost Effectiveness

A $500 educational benefit offered for a 3-year reenlistment would have
a cost saving of $12.43 per enlisted man in the ARNG and $13.29 per enlisted
man in the USAR. The incremental saving would be $L4.6 million for the ARNG
and $3.0 million for the USAR. The cost effectiveness ranking for this
incentive is sixth (of 13) in the ARNG and fourth (of 13) in the USAR.

Legislation Reguired

In order to provide educational benefits, either in-service or
veteran-related such as are available under the GI Bill, legislation

would be required. Such legislation has not been prepared at this time
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but is under consideration. Frequent mention has been made of educational
benefits to be granted in the same amount and in substitution for enlist-
ment or reenlistment bonuses.

At least one state, Alaska, has state educational benefits of $7200
for ARNG members.

Political and Social Implications

This incentive, as an enlistment incentive, was also quite popular
among the civilian youths polled in the Gilbert Youth Survey,19 where it
ranked second as an inducement to join the RC.

An idea of the relative value of educational benefits as an incen-
tive is seen in Table 1-31. As might be expected, those in high school
and college value this incentive more than do those who have completed
college.

Table 1-32 gives a percentage breakout of educational level by RC.

Table 1-31
PROBABILITY OF REENLISTMENT, BY EDUCATIONAL LEVEL

Educational level ARNG USAR IRR
High school graduate 0.36 0.32 0.23
Some college 0.32 0.32 0.27
College graduate 0.22 0.18 0.20

Table 1-32

EDUCATIONAL LEVEL OF ARNG AND USAR UNITS AND IRR PERSONNEL®

Educational level ARNG USAR IRR
Less than high school 2.1 1.3 12.8
High school graduate 35.1 27.6 L3.L
Some college 37.3 34.5 31.0
College graduate 20.0 23.3 8.0
Post graduate 5¢5 13.2 2od]

a'Percents may not total to 100 because of rounding,.
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Over one-third of the USAR unit personnel have completed college or
are at postgraduate level; this is the case with one-fourth of the ARNG
members, Almost 13 percent of the IRR contingent have not completed high
school; 56 percent are high school graduates or below, as compared to 37
percent in the ARNG, and 29 percent in the USAR units. The difference
in educational level between IRR personnel inductees principally and the
other RC members is striking.

There are no active proposals before the Congress at this time
relative to tuition assistance. It is a matter which has received atten-
tion in several major studies dealing with the RC, and apparently the
Canadian Armed Forces have used this incentive widely, with success
(Phase T Report)27°
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SERVICEMEN'S GROUP LIFE INSURANCE
The RC Proposal

Allow members of the RC to carry up to $15,000 worth of full-time
SGLI at a cost to the reservist of from $3 to $4 per month. Currently
members may elect to carry none or up to $15,000 in increments of $5000
at a cost of $.60 per $5000, but coverage is only while actually perform-
ing reserve service or proceeding to or returning from such service on a
portal-to-portal basis.

The question asked in the survey read, "Suppose you were allowed,
as a member of the Reserve Components, to carry $15,000 of Servicemen's
Group Life Insurance (SGLI) at a nominal cost to you of, say, $3 to $u
a month." While not stated in the question, it is implicit that this
would be a year-around coverage and would not apply only to the period
of AT.

Survey Results

The net effect of this item ranks lowest in attractiveness for ARNG
and USAR unit personnel (about 8 percent improvement) and generally
seventh or eighth for Control Group personnel.

Status in the Active Army

Members of the Active Army are automatically considered partici-
pants in full-time SGLI of $15,000 at a monthly cost of $3 unless the
member specifies in writing that he elects to have a lesser amount ($5000
or $10,000) or none.

Impact of the RC Proposal on the Active Army

If a civilian is undecided between enlistment in the Active Army
and enlistment in a RC (the rare case), the SGLI probably would not be
a decisive influence either way. Moreover, if both the Active Army and
the RC are offering essentially the same incentive, the decision even
more probably will be based on other factors.

If a civilian is undecided between enlisting in the Active Army or
remaining a civilian, the RC proposal would be of no consequence.

If a civilian is undecided between enlisting in a RC or remaining
a full-time civilian, the RC proposal may exert some influence on the

decision, but, in any event, would not impact on the Active Army.
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Status in the RC

Public Law 91-29129 amends current law pertaining to SGLI. Army
Regulation 608-23° is pending revision to incorporate all the changes.
Reservist coverages 1is the phrase used to designate all reservists on
ADT of 30 days or less or on IDT, which may be weekday or weekend drills.
Inactive duty training must be scheduled in advance by competent authority
to begin at a specified time and place. Servicemen's Group Life Insurance
is in effect only during that part of the day during which IDT is per-
formed. It is also in effect during IDT and ADT while a member is pro-
ceeding directly to or from the place where such duty is performed.

Effective 25 Jun 70, SGLI coverage was increased to $15,000. Premium
for annual coverage of reservists is $1.80 per year per man for $15,000,
$1.20 for $10,000, and $.60 for $5000. Cost of SGLI will be deducted
from the first pay check issued for RC duty in the FY.

Net Cost and Cost Effectiveness

There is a net saving if low-cost SGLI is offered to RC personnel
at $13.34 for ARNG and $13.24 for USAR. The incremental cost savings
will be $5.0 million for ARNG and $3.0 million for USAR.

The cost effectiveness ranking as a reenlistment incentive is fifth
(of 13) for both ARNG and USAR.

Legislation Required

Extension of full-time SGLI31 coverage to RC personnel who remain
associated with the Uniformed Services reserves has been included in
DOD 92-52 draft legislation. The extension of coverage is subject to
the following conditions:

(a) The cost of SGLI should be paid by the participating reservist.

(b) Regulations covering participation should be as uniform as
practicable between the Active Army and RC.

(c) Reserve retirees should be allowed to continue SGLI coverage
until age 60, or election into the survivor annuity plan, whichever
occurs first.

Several bills were introduced in this session (2nd) of the 924
Congress to amend Title 38, USC, to "encourage persons to join and remain

in the Reserves and National Guard by providing full-time coverage under
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SGLI for such members and certain members of the Retired Reserve up to
age 60." HR 14742, strongly supported by all Services and 0SD, was
reported out of the House Armed Services Committee, and apssed on May 15
by the House.

According to the VA, full-time SGLI can be provided to RC unit mem-
bers at a cost of $3.00 per month for $15,000 coverage, with no supple-
mental funding required. Reserve Component members would be carried in
a separate insurance group, which would be self-sustaining. The only
category of RC personnel who might have to pay higher rates is the
retired member.

At present, the VA administers the program of low-cost life insur-
ance to AD members of the Uniformed Services, cadets, midshipmen, and
members of the Reserve Officers Training Corps (ROTC) while on field
training and cruises, and to certain members of the RC only during periods
of ADT and IDT under Title 38, USC, Sec 765-770.2

Members of the ARNG are already the beneficiaries of many low-cost
or cost-free plans available through private carriers. Eleven states
now provide $15,000 free life insurance while men are on duty for a state-
wide mission. Six more states are considering providing this coverage.

Most State National Guard Associations include life insurance (in
varying amounts) and monthly magazines as part of the package covered by
their yearly dues (also in varying amounts by state association). Typical
of these programs is the one in Alabama which offers guardsmen $10,000
life insurance (with $15,000 available) for $4b per year through a private
firm. A Maryland firm offers Maryland National Guard technicians $10,000
life insurance for $48 per year. In 1971 the policy holders received a
$10 refund on these policies for a total cost of $38.,33

Political and Social Implications

Full-time coverage of reservists by SGLI has been included in DOD
92-52 draft legislation. It is considered "as an important element in
the recruitment and retention incentive package that they [reserve forces]
believe will enable them to achieve their personnel goals in a no-draft
envirorment.'" The issue of retirement benefits, and associated life
insurance coverage, is politically very visible. The Interagency Com-

mittee which conducted the retirement study consisted of the Assistant
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Secretary of Defense for Manpower and Reserve Affairs [ASA(M&RA)]
(Chairman), the Administrator of Veterans Affairs, the Chairman of the
US Civil Service Commission, and the Assistant Director, Office of
Management and Budget. Twenty-four associations representing active duty
and reserve personnel, retired personnel, and Uniformed Services' depen-
dents and survivors were contacted, and 22 statements were submitted.

Whether the insurance lobby will make an issue of the extension of
low-cost insurance coverage to reservists remains to be seen. A similar
proposal to extend coverage to cadets at the Service academies has been
held up because of this lobby.

A point to be advertised, perhaps, is that the govermment, as an
employer, is probably unique in extending this coverage to its "part-time"
workers. In general, part-time employees receive few of the benefits

paid to full-time members of an organization.
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RETIREMENT BENEFITS
The RC Proposal

Improve retirement benefits by:

(a) providing for an actuarially reduced annuity as early as age
50, or

(b) & lump sum payment related to the member's terminal pay and
years of constructed service, and

(c) permitting a member to protect his equity in retirement by
allowing him to participate in SGLI until age 60 or until he elects to
participate in the survivor benefit plan, and

(d) allowing him to elect to participate in the survivor benefit
plan proposed for the Active Army with commencement of retired pay.

The survey question read, "Suppose you had improved retirement bene-
fits for yourself (for example, retirement with pay at age 50), and bene-
fits for your dependents if you were to die before retirement age." This
item includes two separate things—earlier retirement with an implication
that early retirement is only an example of the improved benefits, and
secondly, survivor benefits for a reservist who died before reaching re-
tirement age. The improved retirement benefits include those things
covered under Incl 16 and 18 of the Selected Analysis.22 Inclosure 16
includes earlier entitlement to retirement on an actuarial basis, and
would be of no significant additional cosf to the Govermment; Inclosure
18 studies the offering of additional retirement points to "sweeten" the
retirement picture. Inclosure 8 of the Selected Analysis deals with
survivor benefits, but beginning only after the RC member has or would
have reached retirement age. The second part of the proposal, concerning
benefits to dependents if the member were to die before retirement age,
does not appear to be truly a part of the Selected Analysis consideration.

Survey Results

Inproved retirement benefits ranked fifth in attractiveness for RC
unit personnel and third for Control Group personnel as a reenlistment
inducement, with a net increase in reenlistment of about 20 percent for

all categories.




Status in the Active Army

The Interagency Committee to study Uniformed Services retirement
and survivor benefits and to develop comprehensive legislative proposals
was established in March 1971. The Interagency Committee made its report31
to the President in July 1971. The President approved an Interagency
committee recommendation for one-time recomputation of retired pay to be
coupled with legislation revising the nondisability retirement system.3h
It was proposed that the legislation be advanced in the early spring of
1972.

The Retired Serviceman's Family Protection Plan (RSFPP) currently
in existence permits an active member of the Uniformed Services to desig-
nate a percentage of his future retired pay as a survivorship annuity.
Depending upon the option he elects, the annuity is paid to his widow
and/or to his eligible children when he dies in retirement. The retired
pay of members who elect an RSFPP annuity is reduced under an actuarial
equivalent method that results in contributions which, if invested in a
fund at a stated rate of interest, would meet all of the survivorship
payments anticipated under the plan.31 The law specifically provides
that the plan must be completely self-financed, and consequently the
election rules are strict. Over the years (originally 1953 and revised
to its present form in 1961), only about 15 percent of service retirees
have elected to participate.31 The Interagency Committee has proposed
a system similar to that in use by the Civil Service and integrated with
the Social Security system. The committee has proposed modifications to
the retirement system with certain benefits accruing to those members
separating between 10 and 19 years of service; increased multipliers for
25 through 30 years of service and introduction of multipliers for 31
through 35 years of service; use of a high 3 years' average basic pay;
and integration with the Social Security retirement benefits.

Impact of the RC Proposal on the Active Army

In the unlikely case of a civilian undecided between enlistment in
a RC and enlistment in the Active Army, the more liberal and comprehensive
benefits of the Active Army—both present and proposed—would give a
decided edge to the Active Army, if, in fact, these benefits were of major
consideration. However, the improved RC benefits proposed would tend to

reduce the Active Army edge vis-a-vis the situation as it exists today.
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In any event, it is unlikely that the decision would be based on the
comparative retirement benefits. If the individual opts for enlistment
in a RC, it almost certainly indicates he has a full-time civilian job
which may have its own retirement program. In this case, the reserve
retirement program becomes supplemental and, in conjunction with the
benefits offered by the civilian job, may well exceed the Active Army
retirement benefits. As stated earlier, the point is considered to be
somewhat academic since the decision to be made will more probably be
between entering the reserves and remaining a full-time civilian, or
between entering the Active Army and remaining a full-time civilian.
While retirement benefits may play a part in these decisions, it is
quite clear that implementation of the RC proposal has minimal (if any)
impact on the Active Army.

Status in the RC

Personnel in ARNG units are eligible to receive retirement benefits
at age 60. The methods and procedures for computing creditable years of
service for retired pay under Title 10, USC, Chap. 67,2 are elaborated in
NGR 23.35

Members of the USAR become eligible for retirement through service
in the RC, the Active Army, any of the components of the Armed Forces,
or a combination of these. In order for an individual to be authorized
retired pay he must be 60 years old, have completed 20 years of qualify-
ing service which includes the accrual of a minimum of 50 retirement
point credits each year, and have served the last 7 years of qualifying
service as a member of a RC. When retired pay is authorized at age 60,
retired RC personnel receive the same hospitalization, PX, and commissary
privileges as retired Active Army personnel.

The authorization for the awarding of retirement points to members
of the USAR is found under Title 10, USC, Secs 1331-1337.2 The regula-

tions regarding retirement points are found in AR lh0-18536 and the

requirements governing retirement benefits are covered in AR 135-180.37
Net Costs and Cost Effectiveness

A net saving of $36.70 per enlisted man for ARNG and $29.79 per

enlisted man for USAR would result from offering improved retirement
benefits. The incremental saving would be $13.6 million for the ARNG and
$7.0 million for the USAR.
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This incentive ranks second (of 13) in cost effectiveness for both
ARNG and USAR.

Legislation Required

Draft legislation, DOD 92-52, correcting inequities in retirement
and survivor plans has been prepared and was being staffed in March 1972.
This legislation contains the recommendations, previously listed, for the
RC found in the "Report to the President on the Study of Uniformed Ser-
vices Retirement and Survivor Benefits by the Interagency Committee. "t
The present Administration is on record as favoring enactment of this
legislation in the spring of 1972.

Congress is already cognizant of the problems in this area. In the
1st Session of the 92d Congress, two bills, HR-ll8hl+38 and HR 11865,39
were introduced to amend Title 10, USC, Sec 1331(&)2 so as to permit
members of the USAR and ARNG units to receive retired pay at age 55 for
nonregular service.

Political and Social Implications

The Interagency Committee Report3l is currently being reviewed for
comment by the Services. It is comprehensive in its coverage, and pro-
vides, among other things, for:

(a) An actuarially reduced annuity as early as age 50.

(b) An unreduced annuity as early as age 55, for a reservist with
25 or more creditable years of service.

(¢) An option of membership in the survivor benefit program.

(d) Insurance coverage discussed previously.

(e) Reserve annuities based on pay rates in effect at retirement,

with CPI adjustment accounting for cost of living increase.

This last proposal will probably create much discussion among reserve
personnel. Currently reservists' retired pay is based on rates in effect
at the time payments are begum—but not before the member reaches age 60.
Active force retirees receive retired pay based on pay rates in effect at
retirement with CPI adjustments to reflect cost of living increases. The
disparity in treatment between active and reserve forces is glaring.

A feature which is most attractive, however, is the annuity beginning
at age 50. Previously a reservist had to be age 60 before receiving
benefits. 1In the private sector, the typical retirement age is 65. An
earlier retirement age makes for a younger and more vigorous force, over
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MEDICAL AND DENTAL BENEFITS
The RC Proposal

That members of the RC and their dependents be afforded medical and
dental care. This item reads, "Suppose you were to have medical and
dental benefits for yourself and your dependents while you were in the
Guard or Reserve.'

Survey Results

This item is the most attractive to respondents in all RC categories,
promising a net reenlistment rate of 31 and 27 percent in the ARNG and
USAR units, and about 24 percent in other RC categories. It is closely
related to the importance accorded economic benefits and family in Part B
of the survey.

Status in the Active Army

Active duty personnel receive complete medical and dental care from
military doctors in Uniformed Services facilities. Their dependents re-
ceive military health care subject to the availability of space and
facilities and the capabilities of the professional staff. Domiciliary
or custodial care and prosthetic devices are excluded from this care.
Emergency dental care may be provided, but routine dental care is autho-
rized only at specifically designated installations.

Dependents requiring inpatient care and who reside with the AD member
(sponsor) are entitled to use civilian inpatient facilities only when
military facilities are not available. If not residing with the sponsor,
dependents may be authorized civilian care regardless of availability of
military facilities, in which case the Government pays all expenses except
for hospitalization charge of $1.75 per day or $25, whichever total is
greater.

Dependents have the prerogative of electing outpatient care from a
civilian source under the Civilian Health and Medical Program of the
Uniformed Services (CHAMPUS). The individual pays the first $50 per year
per person, or the first $100 per year per family, and 20 percent of the
remainder. The Government pays the rest (except for well -baby care,
dental care, prosthetic devices, and domiciliary or custodial care).
Impact of the RC Proposal on the Active Army

As of 30 Sep 71 there were 14,875 military physicians and 624k
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military dentists (plus an unknown number of civilian doctors and den-
. i L

tists) in the DOD. o Total AD personnel for the DOD at the end of

FY71 was 2.699 millions.5 Assuming a ratio of 1.2 dependents per AD

member,hl the total AD strength plus their dependents is 5.94 millions.
There are estimated to be at least an additional 2.7 million retired,
dependents of retired, dependents of deceased members, and civilian
employees overseas and their dependents. Thus the DOD now furnishes
medical and dental support to a total population of at least 8.64 millions.
This results in doctor and dentist ratios of 1.72 per 1000 and 0.72 per
1000, respectively. National civilian averages for 1969 were 1.63 and
0.57 per 1000, respectively.b'2

The military dentist ratio of 0.72 per 1000 is deceptive since at
least a third of the population is ineligible for dental care (dependents
of AD and of retired military personnel). Additionally many retired per-
sonnel do not avail themselves of the services, probably because they
are retired in areas where military dental facilities are not readily
accessible, These factors, however, are somewhat counteracted by the
need for a higher ratio in the military due to its higher standards com-
pounded by the low standard of dental care received by recruilts before
they entered the service.

Although the number of civilian doctors and dentists employed in
DOD was not determined, it is expected they will be considerably less
than the more than 8 percent of the military doctors and dentists carried
as transients, patients, students, and instructors at various Staff and
Command and other schools. Thus the ratios are considered as optimistic
estimates, and the true situation is probably slightly worse than shown.
In any event, the DA has stated that insufficient civilian and military
staffing and less than acceptable health care facilities have resulted
in cases of long waiting lines and unresponsive, impersonal medical
treatment.Ll3

If the proposed extension of medical and dental service to RC per-
sonnel and their dependents is limited only to those in a paid status
and their dependents, we add another 2.29 million to the population
eligible for service (see Table 1-33).

*
Assuming the same factor of 1.2 dependents per paid reservist.
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Table 1-33
RESERVE COMPONENTS IN PAID STATUS,

END OF FY71
(Thousands )
RC Category Number
ARNG 400
USAR 308
US Naval Reserve 143
US Marine Corps Reserve 50
Air Force National Guard 89
US Air Force Reserve 51
Total 1041

With the total population of 10.93 millions, the doctor and.dentist
ratios drop to 1.36 per 1000 and 0.57 per 1000, respectively. The
doctor ratio would be completely unacceptable considering that at 1.63
per 1000 there is known to be a critical shortage of doctors in the
civilian community. It is expected that the dentist ratio would also
be unacceptable for essentially the same reasons.

The Surgeon Géneréi, US Army, reports that for FY69 only approxi-
mately 593,000 of an estimated 6.2 millidn eligible and potential users
applied for benefits under CHAMPUS.hh Extension of CHAMPUS benefits to
reservists and their dependents should be considered as the only reason-
able way to extend medical and dental care to this population. Since
CHAMPUS does not now provide for most dental care even for the currently
eligible population, this would have to be added so as to accommodate
the new population.

Another factor which works in favor of CHAMPUS or similar systems
is that of equity. If service at military facilities is offered, only
those reservists who are reasonably close to such facilities will benefit
therefrom. If a system similar to CHAMPUS is offered, it would be avail-

able to all reservists.
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If the RC proposal is implemented so as to lower the standard of
medical care for members of the Active Army and their dependents, this
can be expected to result in a severe adverse impact on enlistments and
reenlistments. If implementation of the RC proposal results in reduced
care for retired personnel, this can be expected to result in a lesser
adverse impact on the Active Army, but still an adverse reaction because
these people are potential retirees.

Status in the RC

In general, RC personnel are provided medical care for accidents
and illnesses incurred during, or as a direct result of, all RC activities
as prescribed by AR h0-3.u5 Dependents of RC personnel are authorized
medical care at govermment expense when the sponsor is serving on AD for
31 days or more. Medical care is also provided for disease or injury
incurred during ADT and while traveling to and from ADT. Medical care
for emergencies occurring during IDT should be readily available. Immuni-
L6

zation requirements are the same as those for the Active Army (AR 40-562).

Net Cost and Cost Effectiveness

The annual net cost of increasing medical and dental benefits would
be $156.29 per enlisted man in the ARNG and $163.32 per enlisted man in
the USAR. The incremental cost of this incentive would be $58.0 million
(ARNG) and $36.7 million (USAR).

The cost effectiveness ranking was ninth (of 13) for both ARNG
and USAR.

Legislation Required

Several pieces of legislation which may affect extension of medical
and dental benefits to RC personnel and/or their families are presently
under consideration by Congress. A bill, S 806,)1L7 was introduced during
the 1lst Session of the 924 Congress to amend Titles 102 and 322 of the
USC "to authorize additional medical and dental care and other related
benefits for reservists and members of the National Guard under certain
conditions and other purposes." The first amendment provides care for
dependents of RC personnel on AD for more than 30 days on a space- ,
facilities- , and capabilities-available basis. Also included is medical

and dental care for survivors who are entitled to death benefits.
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Coverage for RC personnel would be extended under this bill to pro-
vide the same hospital benefits as are provided to regular component per-
sonnel of corresponding grade and length of service subject to the
following conditions:

(a) he is disabled from disease while on a period of AD exceeding
30 days,

(b) he is disabled from injury while on AD for any period of time,

(c) he is disabled in the line of duty from injury while on IDT,

(d) he is voluntarily participating in aerial flight and disabled
in line of duty from injury.

Any Congressional action to extend medical care along the lines of
Medicare and Medicaid to the general US population would affect the need
to extend care to RC personnel, their dependents and survivors. This
legislation would also diminish the drawing power of this incentive.

Critical US doctor shortage restricts the extension of all health
care, military or civilian. The Committee on Armed Services has reported
favorably (HR Report 92-52h)u§n HR 2,h9 presented in the lst Session,

924 Congress, to establish a Uniformed Services University of the Health
Sciences. Secretary Laird, DOD, has expressed himself in a letter dated
20 Jul 71 to Congressman F. Edward Hebert, Chairman of this committee,

as favoring enactment of this legislation. In this letter he points out
that "...It would also add significantly to the total number of members

of the health professions available in the National Medical Manpower .
pool." It is in this aspect that the greatest potential benefit may
accrue to RC personnel and dependents, and may make possible the extension
of health care coverage to them.

The DOD has drafted substitute legislation which will amend somewhat
S806. The benefits of this bill are displayed in Table 1-34 which also
sets forth those benefits currently available. Table 1-35, for use with
Table 1-34, indicates the provisions of the current laws or bills author-
izing the benefit.

Political and Social Implications

31

The Interagency Committee~  recommends no change in the present
system, which allows these benefits only after age 60. In this regard

the Committee refers to the reservist as being primarily a civilian with
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Table 1-3h

Comparative Anavysis oF Meoicat Care anp Revateo Benerits

There Is set out below in summary form, a table, reflecting the various benefits
and coverage now provided Reservists under current law as well as the increased
coverage that would be provided under the provisions of the bill as amended.

Comparative Analysis of Medical Care and Related Benefits
Proposed for Reservists Under 00D Substitute for S.806[{92)
as Contrasted With Those Presently Available Under Current Law.

TRAVEL AND

MEDICAL PHYSICAL SURVIVING
OB | piowntcs | et oy | a0t | BURAL | oeeENaeNTs
MEMBER ALLOWANCES RETIREMENT MEDICARE
Te end frem, bofore, between, and after
lnactive duty training:
Injury:
Currentlaw. ............ccccevvevvvennnnene No No No No Yes (5) No No
Bl e Yes (1) Yes (2 Yes B3) Yes (4) Yes (6) Yes (7) Yes (8)
Dlsease:
Current law..........ccoveeneveeneennene No No No No No No No
BIL e No No No No No No No
Derlag inactiva duty traiming:
Injury:
Currentlaw...........ccccceeevvennnns Yes (9) Yes (11) No Yes (14) Yes (16) Yes (18) No
Bl e cevrereveeeenee | YeS (10) Yes (12) Yes (13) Yes (15) Yes {17) Yes (19) Yes (20)
Disease (Y4
Current law ......cocvveneireeeiieees Yes~(20a) | No </ No No Yes (24) Yes (26) No
Bill o] YeS (21) Yes™(22) Yes (23) No Yes (25) Yes (27) Yes (28)
: Activa dety, 30 days ar less, lncluding
- traval to and from:
Injury:
Current law ............c.cooveeevrveenneees Yes (29) Yes B31) Yes (33) Yes (35) Yes B7) Yes (39) No
Yes (30) Yes (32) Yes 34) Yes (36) Yes G8) Yes (40) Yes (41)
Yes (42) YesyWI) Yes f46) No Yes (48) Yes (50) No
Yes 143) Yes(45) Yes (47) | No Yes f49) | Yes (s | Yes (52)
Active dvty aver 30 days, lncleding
- travel te and from:
Injury:
Current law .........ccoeveeriereeienenne Yes (53) Yes (55) Yes (57) Yes (59 Yes (61) Yes {63) Yes {65)
Bll oo Yes 54) Yes (56) Yes 58) Yes (60) Yes (62) Yes (64) Yes (66)
Dlsease;
current [aW ..o Yes (67) Yes (69) Yes (71) Yes (73) .| Yes (79 Yes (77) Yes (79)
Bill oo Yes (68) Yes (70) Yes (72) Yes (74) Yes (76) Yes (78) Yes {80)

o/ Currently provided dependents of retired members including those retired for physical
disabllity Injury on inactive duty, and active duty of 30 days or less.

% Authorized for Naval and Marine Corps Reserve only.

s/ Continuation of pay and allowances, not in excess of 6 months.
and allowances where authorized is at rate for members of Regular Army, Navy, Air force,

or Marlne Corps of corresponding grade and length of service.

All other cases, pay

Legend: “f1)", for example, indicates the provision of current law, or the bill, authorizing the benefit,
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Table 1-35

(1 vusc
{1 10USC
3 1vusc
4) vusc
{6) WV USC.

7 1ousc
8) VUSC
(9) VuUscC
{10) 10USC.
(11) 10U.SC.
(12) vUscC
(13) 10USC.
{(14) 10USC
{15) 10US.C.
U6l vusc

(18) 10USC.
(19} 10 USC.
(20} 10 usC.
{202} 10US.C.
(21) 10 U.SC.
(22) 10US.C
{23) 10USC.
(24) 10USC.

{26) 10US.C.
{271 wousc.
{28) 10USC.
{29) 10us”.
{30) 10U.sSC.
{31 1Wusc.
{32) 10USsC.
{33 1WUscC.
(34) VUSC.
(35) 10USC.
{36) 10USC.
37y 10US.C.
{38) Noellact
{ 1wusc

{6) No atfect on current law.

{17) No etfect on current law.

(25) No etfect on currant taw.

{40) Neoveltect on Lutrem Gy,

1074a(3) 1), (d).
1074at3) (1), {d).
1074a(a) (1}, (d).
1204{a) (2), (b}, 1206(a) (4), {b).
1475(a) (3}, 1476, 32U S.C. 321,

1481(a) {2) (C), 3(C).

1076(a) (3).

372112}, 614813), 872112); 32 U.S.L. 319(b) (1),
1074a(a) (1),

3721(2), 6148(a}, 8721(2); 32 U.S.C. 319(b) (2).
1074a{a) (1.

1074aia) (1).

1204(2).

1204(2) (2).

1475(a} (2); 32 V.S C. 321(3) (1),

1481(4) 2) (C), {INC).

148114} (2} 1C), (I}(C).

107614} {3).

6142(d) (Naval and Marine Corps Reserve, only).
1074a(b) (1),

10744(b) (2).

1074atc).

1475¢2) (2), 32 US.C. 321(a) (1),

148104} (2) (C), (I} (C).

143114) (2} (C), (3) (C).

10/6ka) {3).

10741a), 3721(2), 6148(a), 872112); 32 U.S.C. 319(a) (1)
1074ata} (1),

372112, 61481(4), 8721(2); 32 L.S.C. 319(b) (2).
1074.10) {2), (3).

3721(2), 634814}, 872112); 32 Y.SC. 319{b) (4).
1074a(c).

1204(2).

120410 (2).

1424041 (1); 322US.C. 321() (1),

LLARATTEUTY F )

WL ) (a), (3 TA),

Table of _Authorities

{41
(42)
(43)
(44)
(45)
(48)
(a7}
(48)
(49)
{50)
51
(52}
(63)
(54)
(55)
(56)
57)
(58)
(59)
{60}
61)
(62
163)
(64)
(65)
(68}
(4}
(68)
169)
70
m
72
(73
74)
{75)
(76)
(7
178)
{m)
{80)

10 U.S.C. 1078(a} (3}.

10 U.S.C. 1074{«), 3722(.) {1}, 6148(d), 8722(a) (1); 32 USC. 319(a) (1),
10 U.S.C. 1074a{b) {1).

10 U.S.C. 3722(b) (2}, 6148(d), 8722(b) (2); 32 U.S.C. 319(b) (2).

10 US.C. 1074a(b} (2), (3).

10 U.S.C. 3722(a) (1}, 6148(d}, 8722(a) (1); 32 U.S.C, 319(b) (4).

10 U.S.C. 1074a(c).

10 U.S.C. 1475i2} (1); 32 U.S.C. 321(a) {1).

No effect on current f(aw.

10 U.S.C. 1481(3} (2) (A}, (D) (A},

No atfect on current law.

10U.S.C. 1076(a) {3},

10 U.S.C. 1074{a), 3721(2}, 6148(a), 8721(2); 32 U.S.C. 319(e} (2)
10 U.S.C. 1074ala) {1).

10US.C. 3721(2), 6148(a), 8721(2); 32 U.S.C. 319(b} {2).
10 U.S.C. 1074ala) (1),

10 U.SC. 3721(2), 6148(a), 8721{2); 322 U.S.C. 318,

10 US.C. 1074aia) (1),

10 U.S.C. 1202, 1203.

No effect on current law.

10 U.S.C. 1475(a) (1); 32 US.C. 32Wa) ().

No effect on current law.

10U.S.C. 1481{2) (2) {A), (3} {A).

No effect on current law.

10US.C. 1076(a).

10U.S.C. 10761a) {1).

10 U.S.C. 107413}, 3721(1), 6148(a), 8721(1); 32 U S.C. 319(a) {1).
10 U.S.C. 1074ala) (2).

10U.S.C. 3721(1), 6148(b}, 8721(1); 32 U.S.C. 319(b) (2).
10 U.S.C. 10/74aiq) {2).

10 U.S.C. 3721(1), 6148(d), 8721(1); 322 U.SC. 318,

10 U.S.C. 1074414) (2).

10 U.S.C. 1202, 1203.

Nao affect on current law.

10 U.S.C. 1475(a) (1), 32 U.S.C. 321(a) (1),

No effect on curront lew.

10 U S.C. 14111{.) {2) (A), (3} HA)

No aflict nn currmit law.

10 U.S C. 1076(a).

10 U.S.C. 1076t4) (.
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second employment in the Uniformed Services. The Committee also stresses
the infeasibility of adding further loads to the already overextended
capabilities of Service medical and dental facilities. The National Guard
Association has a more modest proposal of extending certain medical, den-

tal, and death benefits to guardsmen and reservists while in an ADT status.
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HOME LOANS
The RC Proposal

Allow members of the RC to obtain home loans guaranteed by the FHA
or VA because of being members in the ARNG or USAR.
Survey Results

Guaranteed home loan ranks third in attractiveness to ARNG and USAR
unit personnel and fourth in attractiveness to those in Control Groups,
with net incremental reenlistment effects of about 25 and 18 percent,
respectively. While these high values attest to the attractiveness of
the proposal, they also bring into question how well the Control Group
personnel recognize and are aware of the benefits (this being one) that
they already have,

Status in the Active Army

The VA guarantees, insures, or makes direct loans to veterans and
AD members of the Active Armed Services. The money can be used to buy,
build, or improve a home or farm. The VA sets maximum interest rates
which are favorable, and makes possible long-term repayment-plans with
little or no down payment. Veterans with service after 1 Jan 65 must
have at least 181 days of AD to qualify unless separation or discharge
is for service-connected disability in which case any amount of service
is enough to qualify. Active duty personnel can qualify with 181 days
of AD after 31 Jan 55.

The FHA guarantees mortgage loans for construction, purchase, or
improvement of homes. Veterans get special mortgage terms. Veterans
who have served 90 or more days on AD are eligible to apply for FHA loans.
Active duty personnel must have served on AD for more than 2 years.

Tmpact of the RC Proposal on the Active Army

Some few personnel will probably feel the benefits gap between AD
personnel and reservists is closing too much, but it is expected that the
overall impact will be negligible. However, if the increased costs
attributable to including members of the RC in the program appear to
jeopardize these benefits for Active Army members and former members,
strong resentment can be expected.

Status in the RC

There is no guaranteed home loan program now available to RC personnel

that is a benefit deriving from their RC service.
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Net Cost and Cost Effectiveness

The net saving effected by a guaranteed home loan is $13.37 per
enlisted man (ARNG) and $11.37 per enlisted man (USAR). The incremental
saving would be $5.0 million to the ARNG and $2.6 million to the USAR.

The cost effectiveness ranking is fourth (of 13) for the ARNG and
sixth (of 13) for the USAR.

Tegislation Required

Legislation would be required to extend these privileges to members
of the RC. The legislation would have to originate with the VA or FHA.
It is not under consideration by either of these agencies at this time.
However, it is still an active issue in the DOD which would like to make
this incentive available to the RC. If enacted, it would be of greatest
benefit to men who had never served on AD (potential NPS enlistees).

Men who enlist from active service or who have been called up as ARNG or
USAR unit members to AD for the requisite time period are already quali-
fied for loans under the GI Bill.

Political and Social TImplications

Draft legislation regarding FHA in-service loans has been withdrawn
by OSD at this time, without prejudice. After the initial submission
it was felt that perhaps a better way of handling these loans would be
through VA procedures. This was a popular proposal with the survey
group, as noted above.

There has been a great increase in VA home loan activity within the
past year. The steady lowering of interest rates from 8.5 percent down
to 7 percent provided a great impetus. During FY71l there were 36 percent
more guaranteed and insured loans than in FY70. At present a veteran,
or an AD member, must have 181 days of AD to qualify for VA guaranteed
home loans. Some equivalent type of criterion would have to be worked

out for the RC member to be qualified.
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PROFICIENCY PAY
The RC Proposal

Extend proficiency pay to the RC on the same basis as it is paid to
the Active Army. The item reads, "Suppose you were to receive proficiency
pay for an MOS or skills that were scarce or in short supply, or in which
you demonstrated uncommon expertise because of the degree of your skill."
This item is considered in Incl 9 of Selected Analysis,22 but only for
combat arms, specifically MOSs 11 and 13. The question as stated does
not limit proficiency pay to combat arms only. The Selected Analysis
discussion on this item suggests inequities if limited only to combat
arms inasmuch as it would favor the ARNG over the USAR since there is a
much higher proportion of combat arms personnel in ARNG units. Another
inequity is that the more technical specialties found in USAR units
require greater training and may actually be in shorter supply.

Survey Results

The net projected improvement in reenlistment rates associated with
this incentive is 15 percent, ranking sixth in attractiveneés among all
RC categories. Proper utilization of skills, included as a noneconomic
incentive in Part E of the survey, ranked third in importance for unit
members. It appears evident that respondents attach high value to the
proper assessment of their skills and performance of them.

Status in the Active Army

There are currently authorized in the Active Army three types of
proficiency pay:

(a) Shortage Specialty (Proficiency Pay). A monthly amount of pay
in addition to any pay and allowances to which he is otherwise entitled
that may be awarded to an eligible enlisted member in a designated military
specialty.SO

(b) Special Duty Assignment (Proficiency Pay). A monthly amount
of pay in addition to any pay and allowances to which he is otherwise
entitled that may be awarded to an eligible enlisted member in a desig-
nated special duty assignment.So

(¢) Superior Performance (Proficiency Pay). A monthly amount of
pay in addition to any pay and allowances to which he is otherwise en-

titled that may be awarded to an eligible enlisted member who has been
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determined to be a superior performer. The DA may designate up to 10
percent of their eligible support personnel and up to 20 percent of their
eligible combat arms personnel for receipt of this pay.5o The authorized
monthly payment is $30.

Shortage Specialty (Proficiency Pay) awards are computed using pre-.
scribed factors for estimating improved first-term reenlistment rates to
be attained from award of various levels of the Shortage Specialty

(Proficiency Pay). The authorized range of these awards is as follows:

Level Range

P-1 $30, $50
pP-2 $75

P-3 $100, $150

The Special Duty Assignment (Proficiency Pay) awards are authorized
at the P-1 level, with P-2 award authorized only where the actual effec-
tiveness, based on experience of the lower awards, has been evaluated and
approved by ASD (M&RA).51
Impact of the RC Proposal on the Active Army

There is an implicit assumption here that essentially the same
criteria that are applicable to the Active Army will be applicable to
the RC (e.g., the man must be working in the MOS, it must be a scarce
MOS, he must pass the appropriate tests, etc.).

It is very probable that the same skills which are scarce in the
Active Army are also scarce in the RC. Assuming that proficiency pay
in the RC would be paid at one-sixth of the Active Army rate, i.e., a
range of from $5 to $25 per month, and assuming again the unlikely case
of a civilian who is undecided between enlistment in the RC and enlist-
ment in the Active Army, it is highly unlikely that this range of pay-
ments would influence him into the RC. In the most likely case of the
civilian whd is undecided between enlistment in a RC and remaining a
full-time civilian, the additional pay in recognition of a scarce skill
or the potential additional pay for superior performance may prove to
be inducements since these amounts represent a sizable percentage increase

in his potential "extra'" income. In any event, the impact on the Active
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Army of implementation of the RC proposal could be expected to be minimal.
Status in the RC

No proficiency pay is presently authorized for RC personnel.

Net Cost and Cost Effectiveness

There is a net saving for payment of MOS proficiency pay—$15.02
per enlisted man for the ARNG and $14.82 per enlisted man for the USAR.
The incremental saving would be $5.6 million (ARNG) and $3.3 million
(USAR).

The cost effectiveness ranking is third (of 13) for both components.

Legislation Required

Legislation would be needed to provide authority for payment of
proficiency pay to members of the RC. The OSD does not presently support
such legislation. However, HR 60&952 was introduced in the lst Session
of the 92d Congress to provide such authority for payment to RC enlisted
personnel. This bill would entitle a person designated as specially
proficient in a military skill of the Uniformed Service to an increase
in compensation equal to one-thirtieth of the monthly proficiency pay
authorized for an enlisted member of a corresponding grade in the active
Service.

Political and Social Tmplications

The recently completed ASD (M&RA) study53 reviewed the field of
enlistment, reenlistment, and variable reenlistment bonuses and pro-
ficiency pay and concluded that shortage specialty pay was not cost
effective. Although the study pertained specifically to the active
forces it would also apply to reserve forces. The future of superior
performance pay and special duty assignment pay was left in doubt,
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